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Abstract 
This qualitative study investigated student veterans’ awareness of, access to, and use of 
U.S. military veteran-centered career development resources, services, and programs that are 
necessary to enhance their transitional career development and preparedness while in higher 
education at a large public university. It is important to examine the available veteran-specific 
career services on campus as the student veteran encounters various career development 
challenges (e.g., employment resume creation) while transitioning from military service via a 
higher education institution toward civilian employment. This study addresses how student 
veterans (and university officials) identify and realize how such campus student veteran-centered 
resources, services, and programs help them to meet their career goals. My central research 
question is: How do student veterans in higher education become aware of and use available 
veteran career services or career preparation resources in helping them to meet their career 
goals? Relevant methodologies and designs, including concepts and constructs that have been 
studied or raised as influential elements on this topic in the current literature, are reviewed. Data 
has been collected from two focus group interviews involving six postsecondary student 
veterans, as well as demographic surveys and observational protocols, and two individual 
interviews with university officials involved in implementing veteran-specific career services on 
campus. In accordance with this study’s findings, an inductive analysis using a coding scheme 
was used on the collected data to produce resulting themes that informed this study’s units-of-
analysis. This study assumed that participating student veterans identified some type of career 
development or preparedness barriers upon their university enrollment, and potentially planned 
to seek out the appropriate veteran career services on campus or related transitional employment 
services and supports. Additionally, this study assumed that participating university officials 
charged with the programing and delivery of veteran career services in higher education will 
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have identified appropriate veteran-specific career services to provide to their student veterans. 
Finally, I discuss these assumptions in connecting the data I have collected and analyzed to 
inform my central research question by providing implications, recommendations, and a 
conclusion section, which speaks to implications for policy and recommendations for practice, as 
well as suggestions for future research. Awareness of veteran career services was found to be 
inadequate in terms of incoming student veterans not being identified by the university as student 
veterans for the purposes of outreach. Regarding accessing veteran career services, the majority 
of student veterans indicated they would use these services, had ideas of what types of services 
they needed, and preferred prior military service individuals to act as veteran career services 
providers. While university officials found it difficult to recruit student veterans and get adequate 
participation, those who took advantage of services reported satisfactory experiences. Finally, 
this institution did not have a university-wide system in place to track data for assessment 
purposes. Corresponding implications include identifying generic versions (dependent upon type 
of higher education institution) of fundamental and customized veteran career services to be 
accessed and used with outreach occurring prior to separation from military service; a need for 
formal processes of institutional identification and sharing of student veterans’ contact 
information in order to provide outreach, to facilitate coordination among university veteran 
career services, and to obtain necessary evaluative feedback for services rendered; and having 
student veterans work with military veterans who serve as veteran career services providers 
when possible. Coupling the findings and implications together, the study offers a pathway 
Student Veteran Career Services Model to inform future research.  
Keywords: student veteran, employability, career development, university career center 
veteran program 
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Chapter 1 
Introduction 
Introduction to the Problem 
 Nearly 2 million individuals have served in the U.S. armed forces since the attacks of 
September 11, 2001, making many of these military veterans eligible to use the Post-9/11 
Veterans Educational Assistance Act of 2008, better known as the Post-9/11 GI Bill (Steele, 
Salcedo, & Coley, 2010). Veterans use these benefits to aid in their transition from military 
experience to civilian careers. Hundreds of thousands of current and former service members 
enter college each year, and their ranks are expected to swell as several major US military 
engagements overseas wind down (Callahan & Jarrat, 2014). Numerous papers address the 
recent veteran population’s strengths, needs, and challenges and suggest that higher education 
institutions (i.e., administration, faculty, and staff) consider these when developing programs to 
support student veterans’ educational goals (O’Herrin, 2011; S. W. Ryan, Carlstrom, Hughey, & 
Harris, 2011; Steele et al., 2010; Vacchi, 2012). However, these articles do not extensively 
present or model student veterans’ career development or career preparedness in a veteran-
specific manner. Instead, the papers referenced above point out that student veterans, just like 
non-traditional or transfer students, need individualized assistance in reference to housing, 
academic, social, financial aid, and other issues such as transferring military training and 
experience into college credits. I add to this discussion by showing that student veteran career 
development or career transitional assistance needs to attend to the individualized strengths, 
needs, and challenges of today’s higher education student veterans. 
 A central theme of my research involves the development of a comprehensive, well-
connected, and effective veteran-centered employability program that is significant to human 
development by providing veterans a fully integrated and effective model of resources necessary 
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to ensure employability within the civilian workforce. Harbison and Myers (1964) define Human 
Resource Development (HRD) as  
the process of increasing the knowledge, the skills, and the capacities of all the people in 
a society. In economic terms, it could be described as the accumulation of human capital 
and its effective investment in the development of an economy. In political terms, HRD 
prepares people for adult participation in the political process, particularly as citizens in a 
democracy. From the social and cultural points of view, the development of human 
resources helps people lead fuller and richer lives, less bound to tradition. In short, the 
processes of HRD unlock the door to modernization (p. 2). 
Harbison and Myers (1964) go on to state, “Human Resource Development, therefore, may be a 
more realistic and reliable indicator of modernization or development than any other single 
measure. It is one of the necessary conditions for all kinds of growth—social, political, cultural, 
or economic” (p. 14).  
 O’Sullivan adds that HRD is “the central goal of developing human potential in every 
aspect of lifelong learning” (Craig, 1976, p. xi).  Kuchinke (2007) writes that strategically, HRD 
“is assumed to be part of an organization’s overall design and constitute[s] a deliberate choice by 
decision makers to invest in activities intended to add to the stock of human, social, and 
intellectual capital in order to gain and maintain competitive advantage in the marketplace” (p. 
8).  
Of most importance for this study is McLagan's (1983) definition of HRD as “the 
integrated use of training and development, career development and organization development to 
improve individual and organizational performance” (p. 7). This study examines the career 
development or career transitional assistance specific to the individualized strengths, needs, and 
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challenges of today’s higher education student veterans. McLagan’s definition provides a lens 
through which to view the student veteran’s engagement with career-centered, veteran-specific 
higher education resources (i.e., career development) to improve individual performance (i.e., 
meet desired career goals).  
Like HRD, career development has multiple definitions and “is often presented as 
providing major structural support for the practice and scholarly endeavors associated with 
HRD” (Egan, Upton, & Lynham, 2006, p. 443). The following two definitions are most relevant 
to this study:  
• Career development is a balancing operation—recognizing and meeting the needs of 
the individual while recognizing and responding to outer forces and a lifelong process 
of working out a synthesis between the self and the realities, opportunities, and 
limitations of the world (Kroll, Dinklage, Lee, Morley, & Wilson, 1970, p. 17). 
• Career development is an ongoing process and action toward personal work and life 
goals. Development means growth, continuous acquisition, and application of one’s 
skills. Career development is the outcome of the individual’s career planning and the 
organization’s provision of support and opportunities, which is ideally a collaborative 
process (Simonsen, 1994, p. 1). 
Combined, both career development definitions give perspective to this study’s topic as 
“…recognizing and meeting the needs of the individual while recognizing and responding to 
outer forces” as well as “…action toward personal work and life goals…the outcome of the 
individual’s career planning and the organization’s provision of support and opportunities”. My 
study’s examination of the career development or career transitional assistance specific to the 
individualized strengths, needs, and challenges of today’s higher education student veterans 
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focuses on “recognizing and meeting the needs of the individual while recognizing and 
responding to outer forces” and achieving “personal work and life goals.” 
Regardless of how HRD or career development are defined, it is vital to our nation’s 
economic and psychosocial wellbeing to establish an initiative that examines the employability 
of our veterans in public policy terms. These initiatives must be developed in partnership with 
government, business, and the individual veteran, and work toward matching a potential 
employee (the individual or veteran) with an employer (the organization) (Antone, 2013; Reio Jr. 
& Sutton, 2006).  
 This study investigates a small but vital aspect of higher education as a transitional step 
that the veteran must take to develop the human and social capital necessary to achieve a match 
between employer and employee. The role and responsibility that a higher education institution 
takes in assisting its student veterans with career development or career preparedness needs to be 
further discussed. Specifically, this study examines how student veterans on a large public 
university campus identify veteran career services and then determine how those resources can 
help them meet their career goals. 
Problem Statement 
Research indicates there is a higher rate of unemployment among recently separated U.S. 
military veterans compared to other unemployed populations (Humensky, JorPeter, Stroupe, & 
Hynes, 2012; Institute for Veterans and Military Families, 2013; U.S. Department of Labor, 
2013). We also know there are significant barriers to employment within this veteran population 
(Aquino, 2013; Booe, 2005; Institute for Veterans and Military Families, 2013). However, we do 
not know what organizations (e.g., private business, government, or not-for-profit) can do to 
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improve veterans’ chances of success in finding and retaining employment once their military 
service ends (Finnegan et al., 2013; Humensky et al., 2012).  
Swanson and Woitke (1997) define career barriers as events or conditions within the 
person (internal) or in the person’s environment (external) that make career progress difficult. 
Swanson and Woitke (1997) add the following two important facets to their definition of career 
barriers:  
• Barriers are not impenetrable and can be overcome, although with varying 
degrees of difficulty according to the nature of the specific barrier and 
characteristics of the individual (Swanson & Woitke, 1997, p. 446). 
• Perceived barriers are more important than actual barriers because the perception 
of events is the more influential force on career behavior (Swanson & Woitke, 
1997, p. 446). 
An example of an internal, penetrable career (or employability) barrier or challenge is a 
student veteran who is not aware of campus veteran-centered resources, services, and programs 
that can help them to meet their career goals.  
Similarly, for those military veterans who wish to enter the civilian workforce using the 
traditional higher education pathway, there is the following transitional step that both student 
veterans and higher education institution officials must consider: how student veterans deal with 
unique issues or barriers while transitioning from military service through higher education 
toward civilian employment.  
Examples of unique or individualized barriers that both parties (i.e., student veterans and 
higher education institution officials) should consider include:  
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• How does a student veteran’s employment resume differ from a non-veteran’s in 
terms of illustrating and describing military work experiences, training or 
acquired knowledge, skills, and abilities (KSAs)? (The Council for Adult and 
Experiential Learning (CAEL), 2013).  
• How do military veterans connect to potential employers and recruiters differently 
than non-military occupational candidates and in what specific ways, if any? 
(DiRamio & Jarvis, 2011). 
• What are the procedures or processes, if any, for the student veteran’s particular 
higher education institution to recognize past military training (programs) or 
college work and award them equivalency? (The Council for Adult and 
Experiential Learning (CAEL), 2013). 
However, I believe a general question that both parties should ask is, “What are student 
veterans’ strengths, needs, and challenges during their transition concerning their career 
development?” 
Furthermore, as mentioned in my introduction, when it comes to student veterans’ 
transitional issues, higher education institutions are beginning to recognize the importance of 
providing veteran career services on their campuses. However, existing literature examines 
services that provide more for general “quality of life” features intended to enhance or help in 
student veterans’ overall college experiences than provide a more comprehensive, detailed 
program or system of addressing career development or career preparation issues.  
This study’s problem statement is that it is necessary to examine U.S. military student 
veterans’ awareness of veteran-specific career services, supports, and resources on a large public 
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university campus in terms of availability, access, and effectiveness in helping student veterans 
with career development or career preparation. 
Purpose of the Study 
This qualitative study investigates the perspectives of multiple U.S. military student 
veterans enrolled at a large public university. The focus is on how they meet any inherent career-
related challenges they encounter while in higher education. Specifically, this study focuses on 
how these student veterans transition and overcome any career development-related obstacles or 
challenges as well as how they become aware of and use any college-related, student veteran-
oriented career preparation or development resources (see (b.) and (c.) in Figure 1). In part, this 
study addresses how the military veteran population finds it more difficult than other U.S. 
employment populations in successfully transitioning into new employment, and accordingly, a 
successful social reintegration. Additionally, this study raises questions about the extent to which 
other aspects of human agency are relevant to or affect the ability of student veterans to meet 
their career goals. 
Figure 1 is a transitional pathway model I have created that illustrates the potential 
pathway of a student veteran’s journey through higher education. First, student veterans enter the 
campus and learn to be university students; second, they become aware of both perceived and 
real challenges/barriers; third, they learn about available campus resources; finally, they graduate 
and transition into the civilian workforce. As the final outcome of this study, a conceptual 
framework will be presented to guide future student veterans on this journey.   
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Figure 1.  A military veteran’s pathway from military to higher education to employment. 
This figure is intended to illustrate the potential pathway of a student veteran’s journey in higher 
education. 
 
Theoretical Framework 
Albert Bandura’s Social Cognitive Theory (1986) provides a useful theoretical 
framework for this study, which is detailed in the last subsection below. His theory is comprised 
of three aspects: self-efficacy, self-regulation, and goals, which are explained in the first three 
subsections. 
Self-efficacy. Bandura (1986) states that self-efficacy expectations allow for one to 
believe in one’s capability to organize and execute the courses of action required to manage 
prospective situations. A person is deemed to be “future directed” if they can conduct cognitive 
appraisals of their capacity to perform specific behaviors in asking, e.g., “Can you do this?” or 
“How confident are you that you can do this?” Bandura offers that self-efficacy beliefs may 
influence initiation or choice of activities that a person engages in, the amount of effort a person 
expends in achieving a task, a person’s persistence in the face of obstacles, and ultimately a 
person’s success regarding their endeavor or what they want to achieve.  
Transition	from	miitary	service	into	college	or	university	setting 		
Veteran	starting	as	student	at	university	(a.)	
Career	development	issues	that	arise	during	college	experience	Student	veteran	aware	of	perceived	challenges/barriers	to	career	goals.	(b.)	
Available	resources	on	campus	to	assist	the	student	veteran	
Access	to	available	campus	career	supports	and	services	(c.)	
Transition	from	college	into	employment	
Graduation	toward	career	path	or	domain	into	the	civilian	workplace	(d.)	
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If a person has high self-efficacy it may improve their sense of human functioning, 
whereas low self-efficacy may result in reduced human functioning. “The perseverance 
associated with high self-efficacy is likely to lead to increased performance, which, in turn, 
raises one's sense of efficacy and spirit, whereas the giving-in associated with low self-efficacy 
helps ensure the very failure that further lowers confidence and morale” (Pajares, 2002, para. 
22).   
Self-regulation. Additionally, Social Cognitive Theory accords a central role to 
cognitive, vicarious, self-regulatory, and self-reflective processes in human adaptation and 
change, which may be called human agency. Thus, Bandura is careful to state that self-efficacy 
expectations are not to be confused with a person’s self-esteem or another such trait construct. 
Bandura (1991) states, 
If human behavior were regulated solely by external outcomes, people would 
behave like weathervanes, constantly shifting direction to conform to whatever 
momentary social influence happened to impinge upon them. In actuality, people 
possess self-reflective and self-reactive capabilities that enable them to exercise 
some control over their thoughts, feelings, motivation, and actions. In the exercise 
of self-directedness, people adopt certain standards of behavior that serve as 
guides and motivators and regulate their actions anticipatorily through self-
reactive influence. Human functioning is, therefore, regulated by an interplay of 
self-generated and external sources of influence (p. 249). 
Bandura (1997) is often quoted as saying that “People’s level of motivation, affective states, and 
actions are based more on what they believe than on what is objectively the case” (p. 2). This 
quote emphasizes a facet of Social Cognitive Theory that distinguishes this theory from the 
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majority of career development theories. With the exception of Social Cognitive Career Theory 
(SCCT), career development theories emphasize environmental or biological factors without 
much consideration to the self-regulatory aspect of the person (behavior) when considering the 
reciprocal determinants of human functioning indicated in Figure 2. 
 
 
 
Figure 2. Reciprocal determinants of human functioning. Adapted from Bandura's (1986, p.24) 
conception of Triadic Reciprocal Determinism.  
 
Goals. Social Cognitive Theory holds that goals play an important role in the self-
regulation of behavior. While environmental events and personal history help shape their 
behavior, people are seen as more than just mechanical responders to deterministic forces. By 
setting goals, people help to organize and guide their behavior, sustain it over long periods of 
time even in the absence of external reinforcement, and increase the likelihood that desired 
outcomes will be attained. A goal may be defined as the determination to engage in a particular 
activity or to affect a particular future outcome. Goals operate principally through people’s 
Behavior 
Human Development 
Environmental 
Factors 
Social organizations 
(policies, laws, 
rules), Job training & 
experience, 
Educational access & 
opportunities, 
Organizational 
socialization & 
culture. 
Personal Factors 
Biological, cognitive, 
& affective events 
that makes up 
person's background 
and capacity 
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capacity to symbolically represent desired future outcomes (i.e., to exercise ambition and 
forethought) and to react self-evaluatively to their own behavior based on internal standards for 
performance. Social Cognitive Theory posits important reciprocal relations among self-efficacy, 
outcome expectations, and goal systems.  Goals are a ubiquitous, if generally implicit, element of 
career choice and decision-making theories. Such concepts as career plans, decisions, 
aspirations, and expressed choices are essentially goal mechanisms (Bandura, 1986; Lent, 
Brown, & Hackett, 1994).  
Social Cognitive Theory as it relates to this study. Figure 3 illustrates how Social 
Cognitive Theory guides this study. First, Social Cognitive Theory provides a three dimensional 
structure to guide the data analysis. For example, a student veteran may possess both a high self-
efficacy and a high outcome expectancy toward identifying and using available college or 
campus resources to effectively deal with potential or perceived career development challenges 
or barriers. This may occur when the student veteran learns where to go for a campus career 
resource by word of mouth from another student veteran who has experienced the same career 
development difficulty and satisfactorily resolved it. This student veteran may experience such 
effects as productive engagement or personal satisfaction. However, frustration, disappointment, 
and disassociation may occur when, under the same circumstances, this student veteran cannot 
identify and use available campus resources. This latter experience most likely would result in 
low self-efficacy and low outcome expectancy. Thus, this student veteran may experience such 
effects as resignation or apathy. 
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Figure 3. Efficacy vs. Outcome Expectancies. Adapted from Bandura's (1982) Interactive effects 
of self-percepts of efficacy and response outcome expectations on behavior and affective 
reactions (p.140). 
 
Research Questions 
This study’s central research question is:  
How do student veterans in higher education become aware of and use available veteran 
career services or career preparation resources in helping them to meet their career goals? 
The following sub-questions are used to guide the investigation: 
1.  What veteran career services on campus are student veterans aware of? 
2. In what ways do student veterans access veteran career services on campus? 
3. What are the job-related barriers, challenges, or obstacles for which veteran career 
services can provide assistance? 4. Are the available veteran career services on campus helpful to student veterans?	
Significance of Study 
The success of veterans is important not only because of their prior contribution to the 
country, but also because of their continuing contribution as productive civilians. The university 
plays an important role in student veterans’ career development and preparedness. University 
veteran career services are a necessary function that help student veterans develop their 
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knowledge, skills, and abilities (KSAs), achieve their career goals, and eventually translate KSAs 
into better quality of life and improved overall well-being.  
The findings of this study inform institutional policies and processes related to meeting 
the career services needs of student veterans. In addition, implications are presented for 
employers, student veterans, and institutions of higher education, along with considerations for 
future research. Review of the findings and implications lead to a revision of the pathway model 
to present a more fulsome lens to study student veteran career services awareness of, access to, 
and use of veterans’ career services. The revised pathway model highlights the importance for 
the service member to have a smooth transitional plan from military service to civilian 
employment.   
Limitations 
The qualitative character of this research means the findings will not be generalized. The 
objective of this work is not to generalize, but rather to “provide a rich, contextualized 
understanding of some aspect of human experience through the intensive study” (Polit & Beck, 
2010, p. 1452) of a particular case. This qualitative case study investigates the perspectives of six 
student veterans at a large public university, as well as two university officials charged with 
providing veteran career services, which means the interpretation of the findings and results is 
not intended to be transferable to all other such higher education institutions. 
Additionally, it should be pointed out that each student veteran’s actual military service 
and resulting experiences will be different in terms of training received, skill-sets (KSAs) 
acquired, individual circumstances experienced (i.e., military sexual trauma, PTSD, or other 
injury), as well as strong work-related behaviors (soft skills) or ethics gained. Similarly, the 
military career field of a particular student veteran is relevant, as one student veteran may have 
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worked as an Army infantryman while another student veteran may have worked as an Air Force 
mechanical technician. This aspect must be considered in this study, as not all student veterans 
may have the same career development or career preparedness barriers or challenges. These 
student veterans may face various career development or career preparedness barriers or 
challenges that might need to be addressed by the veteran career services of a large public 
university in ways that are unique to their prior military experience.  
Assumptions 
This study assumes that the participating student veteran will identify some type of career 
development or preparedness issue or challenge while enrolled at this particular large public 
university and will potentially seek the appropriate veteran career services remedy or related 
transitional employment services and supports on campus. Similarly, this study assumes that 
university officials will have identified veteran career services that were found to be necessary 
and useful to this special campus population and have policies and practices in place to continue 
providing veteran career services to student veterans in need. 
Definitions  
Military veteran (or veteran) is an individual who has functioned in the role of a military service 
member in any of the branches (i.e., Army, Navy, Marines, or Air Force). Upon separation from 
the military, usually having fulfilled a military contract, it is important for the individual to have 
received an honorable or good conduct discharge, which some employers require for 
employment with their firms.  
Student veteran is any student who is a current or former member of the active duty military, the 
National Guard, or Reserves regardless of deployment status, combat experience, legal veteran 
status, or GI Bill use (Vacchi, 2012). However, for the purposes of this study, I would add that 
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this student veteran be currently enrolled at a large public university, regardless of student 
classification (i.e., undergraduate, graduate, or professional status). 
Employability of veteran involves the military service member planning for and obtaining a skill 
set consisting of either general human capital (e.g., an undergraduate college degree) or firm-
specific human capital (e.g., learning how to be a proficient welder beneficial to an 
organization). Fundamentally, the service member should take pre-employment career aptitude 
and work personality assessment tests so the individual can be deliberate in acquiring human 
capital and networking with a desired hiring organization before ending their military service 
obligation. 
Work behaviors by service members and employees can vary from basic skills such as 
punctuality, appearance, and social ability, to more complex skills such as ability to work 
independently, problem solve, use good judgment, meet deadlines, and use resources 
appropriately. 
Skill set refers to a specific category of skills necessary to gain employment. These could vary 
from the ability to do basic math to expertise in a specialized field of employment, i.e., Human 
Resource Development. 
Employability: Given the multiple meanings of employability, a review of this term suggests 
employability is about work and, fundamentally, the ability to be employed (Finn, 2000). 
Career Development (CD): For the purposes of this study, I consider the terms “career 
development”, “career transitional assistance”, and “career preparation/readiness” to be similar 
in addressing any perceived or real concerns, issues, needs, or problems involving college-
related career preparation or development services, supports, or resources intended to help 
student veterans meet their career goals. I draw on both Kroll et al.’s and Simonsen’s definitions 
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of CD for this study. Kroll et al. emphasize CD as “recognizing and meeting the needs of the 
individual while recognizing and responding to outer forces.”  Simonsen’s focus on CD as a 
process of continually working toward individual work and life goals by gaining skills through 
personal planning and effective use of educational and occupational resources complements 
Kroll et al.’s definition by showing that the individual’s (internal) CD is at times mediated by 
external supports and resources (Kroll et al., 1970; Simonsen, 1994). 
Career awareness: The construct of career awareness refers to the postsecondary student gaining 
skills, insight, experiences, and knowledge regarding what it takes to become employed as well 
as enhancing the student’s future career progression and mobility. Career development is an 
inherent and significant concept of career awareness. 
Veteran career services (VCS): The construct of veteran career services refers to enhancing 
military veterans’ employability as well as improving the capacity of veteran-friendly employers 
to hire these veterans. The key concept here is to capitalize on the workplace learning that this 
candidate can transfer from their military job, training, and experience to their future civilian 
occupational environment and experience. For example, knowing how to speak about military 
work experience during a job talk (rather than simply listing it on a resume) is critical for the 
military candidate in order to be hired over the candidate without military experience, in terms of 
communicating the distinctive knowledge, skills, and abilities (KSAs) they can bring to the 
interviewing agency. Additionally, veteran career services should consist not only of services 
that help student veterans become employed, but also those services that enhance their future 
career progression and mobility. The setting for veteran career services, in this case, is higher or 
postsecondary education. 
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Chapter 2 
Review of Literature 
Introduction 
 
This chapter will review the literature relevant to my research. Sources used for this study 
include materials found in university and public libraries, and sources found electronically via 
ABI-INFORM, EBSCO, Google Scholar Alerts, and ProQuest.  The following search terms were 
used: career awareness, U.S. military veteran, career development, employability, higher 
education, and student veteran career services.  
Scholarly literature that explores and elucidates theoretical and practical research 
concerning the relationship of career awareness1 and postsecondary students is ubiquitous. As 
higher education institutions develop, implement, and evaluate current and future policy 
initiatives designed to deliver career services to students, career awareness is an important topic 
to consider for the purpose of delivering the best practices of these career services. Similarly, 
postsecondary students’ knowledge of the best practices and theoretical approaches available to 
successfully gain employment involves their possessing a specific level of career awareness. 
Accordingly, examples of this procurable literature exist that provide an understanding of how 
postsecondary students become aware of their career options, how educators and employers can 
help these students translate such an awareness into useful human capital as they pursue their 
careers, and how to provide postsecondary students with the knowledge and skills they need to 
succeed in the occupations of their choice as crucial elements in fostering career interests and 
awareness. 
                                                
1The construct of career awareness, in this case, refers to the postsecondary student gaining skills, insight, 
experiences, and knowledge regarding what it takes to become employed as well as enhancing the student’s future 
career progression and mobility. 
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However, student veterans in higher education have different experiences and needs than 
traditional postsecondary students concerning their career awareness toward entering and being 
productive in the workplace. Thus, chapter two is organized into three main sections: career 
awareness for postsecondary student veterans; unique experiences of student veterans concerning 
their career awareness; and how this literature review shaped my central research question. To 
begin, I present some important background information that informs how our nation’s veterans 
may use transition assistance or resources when they leave their service within the armed forces 
to enter the civilian workforce or higher education. 
Background Literature 
The Transition Assistance Program (TAP) was established to meet the needs of 
separating service members during their period of transition into civilian life by offering job 
search assistance and related services. TAP was created through Congressional legislation and 
established a partnership among the Departments of Defense, Veterans Affairs, Transportation, 
the Department of Labor’s Veterans’ Employment and Training Service (VETS), and the 
military services to give employment and training information to armed forces members within 
180 days of separation or retirement. TAP helps service members and their spouses make the 
initial transition from military service to the civilian workplace with less difficulty and at less 
overall cost to the government. An independent national evaluation of the program estimated that 
service members who had participated in TAP, on average, found their first post-military job 
three weeks sooner than those who did not participate in TAP (“Transition Assistance Program,” 
n.d.). 
TAP consists of comprehensive three-day workshops at select military installations 
nationwide. Professionally trained workshop facilitators from state employment services, 
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military family support services, Department of Labor contractors, or VETS’ staff present the 
workshops. Workshop attendees learn about job searches, career decision-making, current 
occupational and labor market conditions, resume and cover letter preparation, and interviewing 
techniques. Participants are also provided with an evaluation of their employability relative to the 
job market and receive information on the most current veterans’ benefits. Service members 
leaving the military with a service-connected disability are offered the Disabled Transition 
Assistance Program (DTAP). DTAP includes the normal three-day TAP workshop plus 
additional hours of individual instruction to help determine job readiness and address the special 
needs of disabled veterans (“Transition Assistance Program,” n.d.). I would consider this three-
day (or longer) federal government workshop to be inadequate in providing appropriate career 
preparation or readiness services to its existing service members. More higher education career 
readiness information, to include veteran self initiated “where to go” and whom on campus to 
contact as well as institutional outreach processes, need to be included to those matriculating 
veterans participating in TAP workshops. Due to the limitations of the career readiness services 
offered to existing service members, higher education institutions should be required to provide 
adequate and relevant veteran career services to address its student veterans’ career awareness. 
Career Awareness for Postsecondary Student Veterans 
In this section, I present relevant research that demonstrates the importance of career 
awareness and career development for postsecondary student veterans as they prepare for their 
transition into the workplace. The following subsections speak about current veterans’ 
demographic data correlated to unemployment data; veterans’ educational attainment in relation 
to their employment; employment inequality amongst veterans; and finally, what employers and 
veterans can do to increase veterans’ career awareness. These subsections are important to 
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discuss as they help to provide a fundamental understanding of the type of career awareness 
student veterans need based on their current status.  
Current veteran demographic makeup and unemployment data. According to the 
U.S. Department of Labor Bureau of Statistics (2016), as of 2015, 21.2 million men and women 
are classified as military veterans, which account for about nine percent of the civilian non-
institutional population age 18 and over. Of these veterans, 3.4 million served during the Gulf 
War era I (August 1990 to August 2001) and 3.6 million served during the Gulf War era II 
(September 2001 to present), representing seven million or 33 percent of total military veterans.  
Syracuse University's Institute for Veterans and Military Families or IVMF (2013) 
provides figure 4, which shows unemployment rates2 by veteran status and period of service 
plotted over time. It shows a continuous increase in unemployment rates for our nation’s 
younger, postsecondary aged, Gulf War Era II veterans from 2008 to 2011.  
 
                                                
2 According to the U.S. Department of Labor, the unemployment rate represents the number of unemployed as a percentage of 
the labor force. Persons are classified as unemployed if they do not have a job, have actively looked for work in the prior four 
weeks, and are currently available for work. Persons who were not working and were waiting to be recalled to a job from which 
they had been temporarily laid off are also included as unemployed. (http://www.bls.gov/cps/lfcharacteristics.htm#unemp) 
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Figure 4: Unemployment Rates By Veteran Status, 18 Years And Over, 2008-2011. Adapted 
from Guide To Leading Policies, Practices & Resources: Supporting The Employment Of 
Veterans & Military Families by Institute for Veterans and Military Families, Syracuse 
University (2013). Syracuse, NY., p. 105. 
 
The next figure shows the location and number of unemployed veterans geographically or 
state by state, in 2011, with the largest population of unemployed veterans residing in California 
(108,000), Florida (69,000), Texas (66,000), Ohio (47,000), Georgia (39,000), New York 
(37,000), Pennsylvania (36,000), Washington (34,000), Illinois (33,000), Michigan (31,000), 
Tennessee (31,000), and North Carolina (31,000) (Institute for Veterans and Military Families,  
2013). 
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Figure 5: Number of Unemployed Veterans, 2011. Adapted from Guide To Leading Policies, 
Practices & Resources: Supporting The Employment Of Veterans & Military Families by 
Institute for Veterans and Military Families, Syracuse University (2013). Syracuse, NY., p. 109.  
 
  When it comes to the ascriptive factors of gender, race, and age, Syracuse University's 
IVMF (2013) found that “employers may use race as a proxy for productivity or other 
skills/talents necessary to the labor market, rather than actual performance and qualifications. 
Broader racial ideologies held by employers can disadvantage minority workers, and these 
disadvantages can also be compounded by class and gender” (p. 109). This IVMF report cites 
research that posits similar findings in that negative stereotypes can affect how employers 
exercise or limit their discretion when it comes to employment offers concerning people’s age, 
gender, and race. The report continues by providing table 1 and figures 6 and 7, which illustrate 
the inequitable employment disparity concerning our nation’s veterans and their demographics: 
Table 4 [authors’ table 4 and my table 1] gives the unemployment rate for all 
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veterans ages 18 and over, broken down by age, gender, race/ethnicity, and period 
of service. These rates are based on the BLS unpublished annual averages, not 
seasonally adjusted, and represent the 18 and over population (Institute for 
Veterans and Military Families, 2013, p. 110).
 
Table 1: Unemployment Rates By Age, Gender, And Race, 2011. Adapted from Guide To 
Leading Policies, Practices & Resources: Supporting The Employment Of Veterans & Military 
Families by Institute for Veterans and Military Families, Syracuse University (2013). Syracuse, 
NY., p. 110.  
 
As my research focuses on postsecondary-age student veterans, I am interested in 
studying the unemployment rates pertaining to Gulf War II veterans. As is shown in the top part 
of table 1, for 2011, the unemployment rate for Gulf War II veterans aged 18-24 is an astounding 
30.2% compared to a (still very high) 16.1% unemployment rate for non-veterans of similar age. 
This statistic is the most significant reason why I am examining career-oriented programs and 
services offered by higher education institutions in a directed and focused manner for their 
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student veterans that are transitioning from military experience through college toward the 
civilian workplace. I want to know what, if any, career-oriented programs and services are aimed 
at the student veteran, how these programs and services are both programmed and delivered, and 
whether they are useful and effective for the affected or participating student veteran in better 
preparing that potential employee for the workplace. 
Continuing our examination of table 1, Black Americans have amongst the highest rates, 
at 14.3% for Gulf War II veterans and 15.8% for Black non-veterans. Latino Americans have 
similarly high rates of 17.0% for Gulf War II veterans and 11.2% for Latino non-veterans. As a 
comparison, White Gulf War II veterans are at 11.4% unemployment with 7.7% unemployment 
for White non-veterans, which as a baseline for Black and Latino Gulf War II veterans may show 
that this White demographic is affected too, until you look at the unemployment rates for Asian 
Gulf War II veterans and non-veterans at respective rates of 7.1% and 7%. These latter two 
unemployment rates’ approximal disparities seems almost insignificant as you consider the 
higher overall unemployment rates for both veteran and non-veteran Black and Hispanic 
Americans. 
Figure 6 takes a detailed look at female unemployment rates in the categories of Gulf 
War II, Gulf War I, and non-veteran correlated by race (i.e., Black and Hispanic) and age 
breakdowns. 
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NOTE: Population is 18 and over; Gulf War era II (September 2001-present), Gulf War era I (August 1990-August 
2001), Vietnam era (August 1964-April 1975), Korean War (July 1950-January 1955), World War II (December 
1941-December 1946), and other service periods (all other time periods). Veterans who served in more than one 
wartime period are classified only in the most recent one. Veterans who served during one of the selected wartime 
periods and another period are classified only in the wartime period. Hispanic Gulf War Era I females had either no 
data or base is less than 35,000 for 18-24 years old, 25-34 years old, and 45-54 years old. African-American Gulf 
War Era I females had either no data or base is less than 35,000 for 18-24 years old. Hispanic Gulf War Era I males 
had either no data or base is less than 35,000 for 18-24 years old. African-American Gulf War Era I males had either 
no data or base is less than 35,000 for 18-24 years old (Institute for Veterans and Military Families, 2013). 
Figure 6: Hispanic and African-American Female Unemployment Rates, 2011. Adapted from 
Guide To Leading Policies, Practices & Resources: Supporting The Employment Of Veterans & 
Military Families by Institute for Veterans and Military Families, Syracuse University (2013). 
Syracuse, NY., p. 111. 
 
Toward the center left of this figure, you can see that the unemployment rate for Black 
female veterans is much higher than the rate of Black female non-veterans aged 18 to 24. The 
same can be said for the unemployment rate of Hispanic female veterans versus the 
unemployment rate of Hispanic female non-veterans of the same age.  
Figure 7 takes a detailed look at male unemployment rates in the categories of Gulf War 
II, Gulf War I, and non-veteran correlated by race (i.e., Black and Hispanic) and age 
breakdowns. 
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NOTE: Population is 18 and over; Gulf War era II (September 2001-present), Gulf War era I (August 1990-August 
2001), Vietnam era (August 1964-April 1975), Korean War (July 1950-January 1955), World War II (December 
1941-December 1946), and other service periods (all other time periods). Veterans who served in more than one 
wartime period are classified only in the most recent one. Veterans who served during one of the selected wartime 
periods and another period are classified only in the wartime period. Hispanic Gulf War Era I females had either no 
data or base is less than 35,000 for 18-24 years old, 25-34 years old, and 45-54 years old. African-American Gulf 
War Era I females had either no data or base is less than 35,000 for 18-24 years old. Hispanic Gulf War Era I males 
had either no data or base is less than 35,000 for 18-24 years old. African-American Gulf War Era I males had either 
no data or base is less than 35,000 for 18-24 years old (Institute for Veterans and Military Families, 2013). 
Figure 7: Hispanic and African-American Male Unemployment Rates, 2011. Adapted from 
Guide To Leading Policies, Practices & Resources: Supporting The Employment Of Veterans & 
Military Families by Institute for Veterans and Military Families, Syracuse University (2013). 
Syracuse, NY., p. 111. 
 
Again, toward the center left of this figure, you can see that the unemployment rate for 
Black male veterans is much higher than the rate of Black male non-veterans aged 18 to 24. The 
same can be said for the unemployment rate of Hispanic male veterans versus the unemployment 
rate of Hispanic male non-veterans of the same age.  
Veterans’ educational attainment and employment. According to the IVMF report 
(2013), “Education attainment refers to the highest degree of education an individual has 
completed” (p.114). The report continues by stating the following: 
Education has been shown to influence unemployment rates. Research has shown 
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that individuals with less than a high school degree experience higher 
unemployment rates at almost three to five times greater the rate than those with 
at least a bachelor’s degree or higher. So the higher the educational attainment, 
the lower the unemployment rate will be [Shown in figures 7 and 8]. Interestingly, 
the unemployment rates for all veterans, non-veterans in all periods of service 
were similar to those with a high school diploma, and those who obtain some 
college/associate’s degree [Shown in figure 8] (p. 116). 
Figure 8 shows veteran unemployment rates by education attainment between 2008 and 2011. 
Those veterans with less than a high school education show an increasingly high slope of 
unemployment compared to those veterans who have obtained a bachelor’s degree or higher, 
which shows a more constant rate of lower unemployment. 
 
Figure 8: Unemployment Rate Of Veterans By Education Attainment, 2008-2011. Adapted from 
Guide To Leading Policies, Practices & Resources: Supporting The Employment Of Veterans & 
Military Families by Institute for Veterans and Military Families, Syracuse University (2013). 
Syracuse, NY., p. 116.  
 
Figure 9 represents the unemployment rates for military veterans by period of service and 
education attainment, as well as the unemployment rates for nonveterans, for 2011. 
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Figure 9: Unemployment Rate By Veterans Status And Education Attainment, 2008- 2011. 
Adapted from Guide To Leading Policies, Practices & Resources: Supporting The Employment 
Of Veterans & Military Families by Institute for Veterans and Military Families, Syracuse 
University (2013). Syracuse, NY., p. 117.  
 
As I study the role of education in relation to employment, Bills (2004) posits that there 
is a clear overall relationship between education and socioeconomic success, adding that the 
good life afforded by education is not equally accessible to everyone. For example, Bills 
provides data that suggests that Black and Hispanic Americans at all levels of education are more 
likely to be unemployed than White Americans, with the difference being especially greater for 
Black Americans. Furthermore, he states that women earn less than men at all levels of schooling 
(2004). These levels of schooling or education were less than a high school diploma, high school 
diploma with no college, some college, and college graduate. Importantly, Bills points out that 
while all people with the same levels of education benefit, some benefit more than others (2004). 
Bills’ (2004) findings regarding the underrepresentation of certain populations of 
Americans (i.e., women and people of color) compared to White men in the quality-of-life 
aspects afforded by education and socioeconomic or employment success inversely matches the 
IMVF (2013) study data, which suggests that these same populations suffer huge unemployment 
rates compared to White men.   
   29 
Employment Inequality Amongst Veterans. What comes to mind after having 
elucidated these gender-, age-, and race-related unemployment disparities concerning our 
veterans in this section is the below quote, which comes from the IVMF’s report and states: 
Our military veterans have conferred a great gift to all Americans through their 
service. Importantly, thanks to the rigorous and excellent training that our service 
members receive while on active duty, our veterans are well positioned to offer 
America’s employers a great gift as well. Our nation’s employers have, in 
essence, been handed a workforce of men and women who are highly trained and, 
in some cases, uniquely skilled. These are individuals who are creative, focused 
on the mission, can motivate a team, identify and solve problems, and deliver 
outcomes that will contribute positively to the bottom line. Further, military 
veterans are well positioned to meet the demand for a skilled workforce and 
through their service have demonstrated the ability to function in dynamic 
environments. In fact, in today’s fast-paced American workplace, it’s hard to 
imagine what’s not appealing about a job candidate who really means it when he 
or she checks “yes” next to the box that says, “Works well under pressure.” 
(Institute for Veterans and Military Families, 2013, p. 1). 
This quote is intended to refer to all of our nation’s military veterans in an equitable way 
regarding how each and every one of them, regardless of gender, age, or race, can contribute 
with their established workplace skillsets to our nation’s economy and labor market in a positive 
and beneficial manner. In no way is my understanding of the above passage meant to imply that 
certain demographic groups are more advantaged than others when it refers to military veterans. 
However, as previously covered in this section, a phenomenon of inequality reflected in very 
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high unemployment exists for veterans of color and women for military veterans (and civilians). 
Understanding that this phenomenon exists should help in advancing all postsecondary student 
veterans’ career awareness, regardless of whether it involves the hiring decision-makers or the 
employment candidates competing for the access and opportunity to join and advance in the 
workforce. 
What employers can do to increase veterans’ career awareness. As we continue to 
explore postsecondary student veterans’ need to know about the importance of career awareness 
with respect to their entering and being productive in the workforce, research exists that is 
helpful as they prepare and plan for their transition into the workplace. King (2011) provides 
interesting social onboarding research about why and how to retain those military veterans who 
have transitioned into their civilian employment struggle within the first 18 or so months of 
employment. She states:  
After the first 18 months of the veteran-hiring initiative, recruiters began to notice 
a trend: Many of the newer employees were being hired to replace the recently 
hired veterans. A check with HR proved that these individuals had in fact chosen 
to leave the organization sometime in the first 18 months of their employment. 
Information from exit interviews identified “lack of fit” as the most common 
reason for resigning (p. 38).  
King (2011) states that after asking both HR managers and veterans “Why do veterans leave 
civilian jobs?” (p. 38) in exit interviews, the most common reason given by employers was, “an 
inability to let go of the military way of getting things done” and the most common reason given 
by veterans was, “lack of cultural fit”. The author suggests that a solution can come in the form 
of organizational training and development or “tailored onboarding for veterans.” She suggests 
   31 
“that proactive training and development executives can help their company retain, engage, and 
grow their veteran hires,” especially in a group learning setting. She further states, “The 
overarching theme that training and development can address is failed expectations” (p. 39) and 
“One of the most valuable aspects of tailored onboarding for veterans is that it provides a forum 
for discussing the basic expectations that career civilians bring with them from job to job” (King, 
2011, p. 39).   
King provides three onboarding strategies, i.e., prepare, connect, and manage, which are 
intended “to help make a measurable impact on the productivity and retention of veterans” (p. 
39). Prepare involves understanding how a veteran can succeed as well as fail in the civilian 
workplace and providing necessary accommodations, education, and training to ensure success. 
Connect involves understanding past experiences of both veteran employees and their line 
managers in order to develop learning patterns intended to assist new veteran employees’ 
positive onboarding experiences. Connect also involves new veteran employees being welcomed 
from day one on as well as developing acknowledgement events and veteran employee group 
networking opportunities for the purpose of retaining these employees. Manage means providing 
appropriate mentoring, training, and other assistance designed to help veterans’ organizational 
performance as they learn how to transition into their new work roles.   
King provides several traits that represent the strengths and challenges of veteran 
employees that are different from civilian employees regarding the unique work skills and 
characteristics they bring to the workplace. Loyalty (i.e., organizational commitment) and 
discipline (i.e. drive to accomplish a task) are two strengths that veterans bring to the civilian 
workplace. Organizational context (i.e., rigid or inflexible approaches to completing a job) and 
tolerating ambiguity (i.e., accepting differences either in appearance or process is unacceptable) 
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are two examples of challenges that veterans may bring with them to the civilian workplace 
(2011). 
Finally, King (2011) asserts, the overall onboarding goal should be to begin 
conversations in which veterans and their supervisors share their experiences in order to develop 
a friendly and productive workplace culture that values veterans’ military skills and 
characteristics while addressing the challenges of entering the civilian workplace. 
What veterans can do to increase their career awareness. Nelson, Ivan, Walters, 
Ganozcy, MacDermid, Wadsworth, and Valenstein (2015) examined employment outcomes that 
occurred for 1,151 National Guard (NG) members after having served a six-month combat 
deployment. This article is important to consider in looking at career awareness for these 
returning soldiers, of which 355 study participants identified as student veterans in higher 
education: “Of note, 216 (61%) of the 355 NG participants who identified as students also 
checked another option for employment, with 136 (38%) reporting full- or part-time work and 80 
(23%) indicating that they were seeking work, whereas 139 (39%) did not mark additional work 
categories and were considered out of the workforce” (p. 1319). 
The study looked at employment status, work performance, and work satisfaction as 
outcomes of interest and made several findings, including: 
• In bivariate analyses, factors associated with increased odds of being 
employed were higher age, education, rank, and income (p. 1321). 
• Consistent with [existing research, the authors] found elevated rates of 
unemployment among junior ranking enlisted service members, who made 
up approximately two-thirds (61%) of the unemployed respondents (p. 
1322). 
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• Diminished perceived work performance and satisfaction coupled with 
elevated psychiatric symptoms likely exert a negative influence on job 
retention, promotion, or future employment seeking (p. 1323). 
Regarding career awareness, this study shows that obtaining education and any early screening 
of vocational needs (e.g., mental health services and treatment) improves student veteran 
employment outcomes. This knowledge is beneficial for student veterans’ awareness that 
enhances their capacity to enter into and be productive in the workforce. 
Another important resource in career awareness and development for the military veteran 
planning for a successful attempt to gain civilian employment is a book written by Mastin and 
Miller (1994). It addresses specific key areas needed to increase transitioning veterans’ 
awareness of how competitive it is to secure a job, how to “sell and market” oneself, and how to 
stay focused in this successful mission regarding civilian employment. The authors offer a type 
of program that, if followed by veterans, positions them to be more successful in gaining 
employment. For example, the first step is dedicated to veterans assessing six key areas of life 
(i.e., family, friends, finances, health, spirituality, and career) in terms of where they are in their 
point of transition from their military experience to the civilian workplace. Regarding this last 
key area of career (choices), the authors state, 
By contrast, this “second” career is filled with real choices—beginning with 
where you want to live and what you want to really do, and progressing through 
the goals and dreams you want to fulfill. As many as 65 to 70 percent of your 
future waking hours will be spent on your new career—on the jobs, going to and 
from, and just thinking about it. That’s too much of your valuable time to waste 
doing something you can’t stand. You need to look ahead, at a number of career 
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fields, before settling on the one you will pursue (p. 26).   
After the six key areas assessment, veterans complete a self-inventory by using a worksheet in 
which they include useful work experiences, accomplishments, and skills to help understand 
their individual employment strengths and weaknesses. As these veterans continue with the 
authors’ program of making employment choices and setting priorities, while being mindful of 
their six key areas of life, they are to examine and consider social networking opportunities and 
connections, as well as employment trends or patterns, that can better help match their skillsets 
and aptitudes with similar job qualities. A good example of employment trends that the authors 
mention is,  
“Essentially, that a security-driven employee, who dreams of spending a full 
career with a large firm and retiring with a gold watch and a generous pension, is 
probably out of luck. A more typical employee might now expect to change jobs 
at least ten times and change careers as many as three or four times during a 
lifetime’s work” (p. 56). 
Another example the authors give concerning the first steps in finding the right career is their 
suggestion of using library references to secure a current edition of the Department of Labor’s 
Occupational Outlook Handbook, which is updated every two years and details 250 occupations 
that encompass the more than 100 million jobs within our labor market (Mastin & Miller, 1994). 
The emphasis here is to give veterans a sense of how to allow themselves to think about their 
potential career interests, narrow them down, and act upon them based upon their completed self-
inventory of work experiences, accomplishments, and skills, which helps them understand their 
individual employment strengths and weaknesses. 
 Further steps involved in the authors’ program include strategies for how to collaborate 
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and organize to learn what jobs are available in the labor market and how to obtain them (e.g., 
social networking), as well as basic skills and job search knowledge, such as employment resume 
basics, getting and preparing for a job interview, and negotiating the job offer (Mastin & Miller, 
1994). 
Mastin and Miller provide thoughtful “how-to” steps and strategies with necessary detail 
that all student veterans should be mindful of in order to develop the type of career awareness 
that enhances their capacity to enter into and be productive in the workforce. 
Unique Experiences of Student Veterans Concerning Their Career Awareness 
  
 This section elucidates why and how student veterans, higher education institutions, and 
other external stakeholders must understand their respective and combined roles concerning the 
veteran career services necessary for transitioning student veterans toward successful 
employment post-graduation. The following framework helps to organize this literature review 
section’s research concerning the unique experiences of student veterans’ career awareness. The 
subsequent sub-sections that are intended to support the unique experiences of student veterans 
concerning their career awareness include postsecondary institutions and external veteran career 
services, as well as how military culture can affect student veterans as they move into the civilian 
workplace.  
A framework used to organize the unique experiences of student veterans. Figure 1 
illustrates the potential pathway of a student veteran’s journey for higher education. First, student 
veterans enter the campus and learn to be university students, which is identified as (a.) in figure 
1; second, they become aware of both perceived and real challenges/barriers, which is identified 
as (b.) in figure 1; third, they learn about available campus resources, which is identified as (c.) 
in figure 1; finally, they graduate and transition into the civilian workforce, which is identified as 
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(d.) in figure 1. For the purposes of this section, figure 1 is intended to serve as a framework in 
which to potentially organize and view the unique experiences of student veterans as evidenced 
by each of the following studies. Also, it should be noted that these pathway steps do not 
necessarily occur in a sequential order but could occur concurrently as student veterans transition 
through their unique and tailored higher education experience toward civilian employment.   
Postsecondary institutions and external veteran career services. This subsection 
speaks to how postsecondary institutions and external partners, sometimes working together, can 
help transitioning military veterans by enhancing student veterans’ career awareness while 
becoming more aware of how to deliver veteran career services themselves. The three following 
studies illustrate how postsecondary institutions need to be ready and capable of providing 
veteran career services to their student veterans, all of which have some aspect of career 
awareness associated with them. 
Concerning the unique experiences involved in postsecondary student veterans’ career 
awareness, Rumann and Hamrick (2010) explored the experiences of student veterans 
transitioning back into higher education and their readjustment to their respective institutions 
after mandatory military deployments. Their study focused on the potential positive and negative 
experiences of student veterans. While primarily serving as National Guard and Reserve 
Component military personnel, their experiences during their deployments to Iraq and 
Afghanistan combat theaters may not be understood upon their return by postsecondary faculty, 
staff, and administration. Their study’s purpose, research design, and findings rationale is as 
follows: 
The purpose of this study was to explore the transition experiences of college 
student veterans who had returned from war zone deployments and subsequently 
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re-enrolled in college. In order to understand these students’ experiences from 
their unique perspectives we chose a qualitative, phenomenological research 
design using Schlossberg’s theory of transition3 as our guiding theoretical 
framework. The findings of this study can be used to inform faculty, staff, 
administrators, and the higher education community in general about the 
transition experiences of veterans returning to college (Rumann & Hamrick, 2010, 
p. 436). 
The authors’ four findings consisted of role incongruities, maturity, relationships, and identity 
renegotiation as personal aspects of respondents’ transitions. Regarding role incongruities, the 
authors identified three themes. The three principal incongruities found (and explained) were 
labeled as: military and academic life, the incompatibilities of lingering stress and anxiety with 
returning to college, and enacting aspects of the “student” role during deployment and aspects of 
the “military” role during college. While this article’s findings did not specifically address 
veteran career services, the authors discussed various strategies aimed toward student veterans’ 
engagement and career goals: 
College administrators and educators may not recognize the importance of 
contacts with other veterans for student veterans’ transitions, and individual 
students may more or less assertively seek out these contacts. Additionally, not all 
faculty or staff members may recognize the need, or have the time or interest, to 
support or advise a veterans’ student group on campus, as Joe experienced. Many 
transition strategies used by respondents have already been described, such as 
                                                
3 For those not familiar with Schlossberg’s theory of transition, I will present an overview of 
Schlossberg’s transition theory, an overview of Schlossberg’s transition model, and existing studies 
connecting Schlossberg’s transition model and student veterans on pages 43-47. 
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seeking the company of veterans, attempting to form a student group, strategically 
disclosing experiences within supportive environments, and adopting self-
discipline and structure. Time, and how to spend it, also played strategic roles for 
respondents. The passage of time allowed for re-adjusting and finding niches and 
friends, yet respondents emphasized the need to stay busy. They felt an increased 
pressure to pursue academics and life and work goals—intensified by realizations 
that they now trailed their former college peers academically and in some cases, 
with respect to relationships. Strategies of staying busy may occupy one 
productively as needed time passes and may not be indicative of a resolved 
transition. Student veterans who appear to be fully engaged students in terms of 
involvements and activities may be internally managing difficult transitional 
aspects and re-integrating identity and also trying not to prolong the delays in 
pursuing their academic and life goals (Rumann & Hamrick, 2010, p. 452). 
The significance of this quote is that higher education institutions must do more in terms of the 
veteran career services it provides to postsecondary student veterans in helping them readjust or 
transition back into their education. The quote demonstrates concern that these student veterans 
fall “behind” their peers academically due to time away from their schooling, which delays their 
work goals or employment. In terms of their career awareness, this potential setback needs to be 
recognized by postsecondary institutions so that they can adequately support these affected 
student veterans upon returning from their deployment(s). Additionally, the authors state that 
“[…] very little is known about veterans’ post-deployment transitional experiences” (p. 434) in 
terms of awareness of how to assist them in higher education and  
Campus-based services for veterans have tended to focus on ensuring access to 
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earned benefits, which is necessary, but may well be insufficient to fully support 
re-enrolling students. Highly segmented arrangements such as directing students 
to community offices for “military” matters and campus offices for “student” 
matters may inadvertently endorse a segmented sense of self among students who, 
like the respondents in this study, may be negotiating identities that honor and 
draw on all aspects of their lives (p. 454).  
I suggest that these last quotes emphasize a lack of awareness on the part of higher education 
institutions about the need to expand to the specific domain of career awareness. Furthermore, 
the “highly segmented arrangements” in providing “campus-based services for veterans” appears 
not to help in the matter of responsible “college administrators and educators” providing a well 
thought out, structured, relevant, comprehensive veteran-specific services menu that would 
combine with a career-oriented focus to add to rather than “endorse a segmented sense of self 
among [transitioning] student” veterans. 
Finally, this research demonstrates how student veterans are unique compared to non-
veteran students in terms of the services and supports they may need to successfully graduate and 
find employment during their transition from their military experience through higher education 
to civilian employment. Regarding figure 1, A military veteran’s pathway from military to higher 
education to employment, this study’s findings and results would be positioned between the steps 
of (b.) and (c.) as student veterans reentering their postsecondary experience clearly pose 
challenges. The authors state that higher education institutions have a responsibility to provide 
access to veteran-specific [career] services to help these affected student veterans re-assimilate 
back into their on-campus roles.  
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Schlossberg’s transition theory. Anderson, Goodman and Schlossberg (2012) avow that 
adults in transition are often confused and in need of assistance. Often they can identify the 
issues that trouble them—getting divorced, being forced to change jobs, or being discriminated 
against. These issues, in turn, often relate to their ability to work, love, and play. When they are 
able to explore the issue more fully, understand the underlying meaning, and develop a plan, they 
are more likely to be able to cope effectively and resolve the problem. Nancy Schlossberg’s 
transitional framework was developed in the early 1980s to incorporate the notion of variability 
that each unique individual and corresponding issue brings so that the helping professional (i.e., 
counselor or advisor) may provide a structured approach anew. 
Everyone experiences transitions, whether they are events or nonevents, anticipated or 
unanticipated. These transitions alter our lives—our roles, relationships, routines, and 
assumptions (Schlossberg, 2011). Schlossberg (1984) describes transition “as an event or non-
event that results in change in relationships, routines, assumptions and/or roles, within the setting 
of self, work, health, family, and/or economics” (p. 43). Schlossberg identified two variables that 
affect the resolution or assimilation of a transition: an individual’s personal resources, such as 
coping strategies, and environmental supports. Leibowitz and Schlossberg (1982) assert that 
while transitions are a source of uncertainty and ambiguity, they can be positive or negative. 
Schlossberg (2011) adds that it is not the transition per se that is critical, but how much it alters 
one's roles, relationships, routines, and assumptions. This explains why even desired transitions 
are upsetting. Transitions take time, and people's reactions change—for better or worse—while 
they are underway.  
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The Transition Model clarifies the transitions people experience by identifying four 
factors or steps. According to Schlossberg (2011), the first step in dealing with change requires 
understanding the different types of transitions: anticipated, unanticipated, and nonevent. 
• Anticipated transitions are major life events that we usually expect, such as 
graduating from high school or college, marrying, becoming a parent, starting a first 
job, changing careers, or retiring. 
• Unanticipated transitions include the often-disruptive events that occur unexpectedly, 
such as major surgery, a serious car accident or illness, or a surprise promotion, or 
factory closing. 
• Nonevent transitions are the expected events that fail to occur, such as not getting 
married, not receiving the promotion you expected, or not being able to afford to 
retire (Schlossberg 2011, p. 159). It should be noted that all three types of transitions 
could occur within the same situation for the individual. An example will follow in 
the conclusion section. 
The second step involves the degree to which one's life has been altered (changes in 
roles, relationships, routines, assumptions). For example, the addition of a new worker role 
changes the relationship with family and others, alters established routines and habits, and affects 
one’s assumptions about self and life. 
Considering where one is in the transition process (e.g., considering a change, beginning 
the change, two years after the change) is the next step. The process of leaving one set of roles, 
relationships, routines, and assumptions and establishing new ones takes time. For some, the 
process happens easily and quickly; however, there are many people floundering and looking for 
the right niche, even after years. 
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Finally, one must consider the potential resources or deficits one brings to each transition. 
These features are expressed in the following categories of coping resources that one can apply 
to make it a success (each individual approaches transitions in a unique way, depending on the 
four S’s):  
1. Situation: What is happening? Does the transition come at a time of multiple 
stressors? For example, the transition to a new job is different from the transition 
to a new job while caring for a dying parent. 
2. Self: To whom is it happening? Each individual is different in terms of life issues 
and personality. 
3. Supports: What help is available? Supports and available options vary for each 
individual. 
4. Strategies: How does the person cope? People navigate transitions in different 
ways. (Anderson, Goodman, & Schlossberg, 2012).  
Overview of Schlossberg’s transition model. Below is a model of Schlossberg’s 
transitional theory broadly explained in the above section, which, as you read it from left to right, 
offers a three-part framework of the adult experiencing transition. The first part, Approaching 
Transitions, identifies the nature of the transition and provides an understanding of which 
perspective is best for dealing with it. Knowing the type of transition and being able to describe 
the transition is essential in understanding the changes that affect each individual’s roles, 
relationships, routines, and assumptions. The second part, Transition Process, locates where the 
individual is during the transition and notes how reactions to any transition change over time, 
depending on how that person is processing the transition. Finally, the last part involves Taking 
Stock of Resources—the Four S’s, which provides a way for the individual to identify the 
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potential resources that one possesses to cope with the transition. No matter what the transition is 
or where one is in the transition process, one deals with it differently depending on these 
resources. The end goal of Schlossberg’s transitional framework is to allow the adult in transition 
to use new strategies to control what the adult can in strengthening their resources - the Four S’s. 
 
  
Figure 10: The Transitions Model adapted from Counseling Adults in Transition: Linking 
Schlossberg’s Theory with Practice in a Diverse World (2012, p. 39). 
 
Existing studies connecting Schlossberg’s transition model and student veterans. 
Empirical research by DiRamio, Ackerman, & Mitchell (2008) used Schlossberg’s model of 
adult transitions to study 25 students who served in the current Iraq and Afghanistan conflicts 
transitioning into the role of a higher education student. In this multi-campus study, the sample 
was derived from three geographically diverse universities representing the northern, southern, 
and western regions of the United States. Using Schlossberg’s model of adult transition as a 
guiding theory, a grounded theory epistemology was used to generate a conceptual framework 
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for understanding students who are making the transition from wartime service to college. They 
found that military veterans are more likely to face financial burdens than non-student veterans 
due to the nature of their transition, and that the financial burden is a main obstacle in their 
transition. Financial burdens faced by the participating student veterans were a lack of income, 
having to wait for their military educational benefits (Post-9/11 GI Bill) to pay their college 
costs, and the fact that these benefits did not cover other living expenses, especially those 
associated with student veterans’ dependents.  
 Additionally, Ryan, Carlstrom, Hughey and Harris (2011) used the Four S’s of 
Schlossberg's transition model to introduce higher education institutional representatives to the 
strengths, needs, and challenges of veterans as they transition from the military to higher 
education. The authors contend that academic advisors must understand the way that veterans’ 
transitions to college are both similar to and different from those of the general student 
population so that they can explore relevant topics and help connect student veterans to 
appropriate supports and services that facilitate their personal and academic success. 
 However, neither DiRamio, Ackerman, & Mitchell (2008) nor Ryan, Carlstrom, Hughey 
and Harris (2011) use Schlossberg’s transition model to examine veteran-specific career services 
issues relevant to student veterans in their respective higher education studies. 
Postsecondary institutions and external veteran career services (cont.). The second 
study that illustrates how postsecondary institutions and their partners need to be ready and 
capable of providing veteran career services to their student veterans in terms of career 
awareness follows. According to Kukla, McGuire, and Salyers (2015), veterans diagnosed with 
mental illness may experience negative employment situations that will affect their relative 
quality of life. These researchers interviewed 114 U.S. Department of Veterans Affairs (VA) 
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Supported Employment (SE) administration and staff (or officials) in order to better understand 
the facilitators and barriers involved in the veterans’ work success outcomes. The mixed methods 
study involved a national VA sample of SE officials who are responsible for veterans’ 
customized employment counseling, placement, and support concerning the work-oriented 
therapeutic goal designed to complement veterans’ overall medical and psychological treatment 
plans and goals. The researchers’ findings showed that top facilitators in promoting veterans’ 
work success were personal motivation, job match, VA SE services, and veteran self-confidence. 
They found that top barriers that hindered veterans’ work success included substance abuse, 
mental health, psychological stress, and cognitive functioning (Kukla et al., 2015).  
As shown in table 2 below, quantitatively, barriers and facilitators4 are represented as 
either veteran-related (or internal) findings or as external program and environmental findings. 
Facilitators such as enhancing veterans’ job matching (external) or self-motivation (internal) 
show that SE programs are helpful in veterans’ work success. Barriers such as substance abuse 
and stress (internal), as well as economic climate, employer stigma, and transportation (external) 
are shown to hinder veterans’ work success.
                                                
4 For a comprehensive review of similar employability barriers and facilitators, see McQuaid & Lindsay 
(2005), subtitled section Towards a broad model of employability, which speaks to facilitators under the 
component “Individual factors (Employability skills and attributes) and barriers under the component 
Personal circumstances (Access to resources)” as well as the component “Individual factors (Health and 
well-being)” on pp. 208-213. 
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Table 2: Quantitative and qualitative findings related to work success among veterans in VA 
supported employment (SE) programs. Adapted from Barriers and Facilitators Related to Work 
Success for Veterans in Supported Employment: A Nationwide Provider Survey. Psychiatric 
Services, p. 5. 
 
This study’s purpose and findings are important concerning student veterans for two 
reasons. First, this study’s results involve some veterans with mental health conditions who are 
part of today’s postsecondary student population. Second, these facilitators (e.g., motivation) and 
barriers (e.g., substance abuse) can provide an understanding of how higher education 
institutions can work together through their career-oriented programs and service delivery with 
these VA SE programs in helping affected student veterans succeed with their work goals. In 
general, this type of collaboration that can exist between such institutions can add to veterans’ 
career awareness of other programs intended to assist them during their educational transition, 
and later, while on the job.  
Similar to the first study, this study’s findings and results would be positioned between 
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the steps of (b.) and (c.) in figure 1, A military veteran’s pathway from military to higher 
education to employment. This study’s authors state that higher education institutions, along with 
external stakeholders (e.g., VA SE programs), can collaborate [i.e., (c)] to provide access to 
veteran-specific services to address barriers and enhance facilitators [i.e., (b)], which will allow 
for successful student veteran work outcomes in the case of Veterans Affairs-sponsored 
Supported Employment programs.  
In continuing to address the unique experiences of postsecondary student veterans’ career 
awareness, Heineman's (2016) research is of value due to its theme of how higher education 
institutions must provide for and work together with student veterans in ensuring their success. 
His article provides strategies and approaches for trust, collaboration, and cooperation in a 
directed, purposeful manner between higher education institutions and student veterans. Sparked 
by President Obama’s executive order 13607, which encourages an intentional, coordinated, and 
dedicated delivery of programming and services designed to assist student veterans transitioning 
through higher education, the U.S. Departments of Education and Labor “created a joint program 
called the 8 Keys to Veterans’ Success” (Heineman, 2016, p. 221). In reviewing the eight keys to 
postsecondary student veterans’ success [See figure 11 below], all of these items involve 
providing specialized programs, services, and resources intended to meet the unique challenges, 
sustain the unique strengths, and meet the unique needs of veterans during their transition from 
military through college to civilian employment. The author (as cited in U.S. Department of 
Education, 2013) continues by stating, “This program encourages colleges to register as military-
friendly with the Department of Education if they implement programs that assist veterans in 
transitioning to the college environment, completing their degrees, and obtaining new job skills” 
(Heineman, 2016, p. 221). 
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Figure 11: 8 keys to success. Adapted from Supporting veterans: Creating a “military friendly” 
community college campus by J.A. Heineman, 2016,  Community College Journal of Research 
and Practice, 40, p. 221. 
 
Item three in figure 11 requires higher education institutions to specifically provide career 
advice, which will help to increase postsecondary student veterans’ career awareness. The author 
suggests that this particular key can be offered in a new college student orientation specific to 
veterans, in which their unique strengths, challenges, and needs are addressed. It is during this 
orientation that the student veteran can find out where to go on campus for the veteran career 
services that are offered.  
Additionally, several of these keys hint at the necessary cooperation and collaboration 
between campus agencies providing veteran career services to postsecondary student veterans 
intended to enhance their career awareness. Relatedly, it is important to involve the transitioning 
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student veterans themselves in the development of their career awareness, which is critical for 
their success in future employment. Appropriately, the author provides the following statement 
in his conclusions and recommendations section:  
By involving veterans in identifying needed changes on campus, ascertained via 
student-veteran needs surveys, interviews, and/or focus groups, colleges would be 
encouraging these student-veterans to become more involved in campus activities 
and to provide direct input into solutions. Community college leaders would be 
creating a welcoming environment for student-veterans that will enable their 
continued success as they embrace their new roles— as civilians and as 
community college students (Heineman, 2016, p. 225).  
Thus, involving postsecondary student veterans in identifying what types of veteran career 
services that will be or are offered to them may enhance their intended career awareness, which 
will inherently be unique from the more typical non-veteran postsecondary students. By using 
figure 1, A military veteran’s pathway from military to higher education to employment as a 
framework, this study’s findings and results would be positioned between the steps of (b.) and 
(c.). As mentioned above, item three in figure 1 requires higher education institutions to 
specifically provide career advice [i.e., (c)], which will help to increase postsecondary student 
veterans’ career awareness before challenges posed to student veterans [i.e., (b)] become 
overwhelming. Furthermore, this study speaks to how student veterans themselves can be 
involved in a such a partnership or collaboration, which can enhance their career awareness and 
career success. 
How military culture can affect student veterans as they move into the civilian 
workplace. The third and final study that illustrates how postsecondary institutions and their 
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partners need to be prepared for and capable of providing veteran career services to their student 
veterans in terms of career awareness follows. Redmond, Wilcox, Campbell, Kim, Finney, Barr, 
and Hassan (2015) introduce research that speaks to U.S. military work culture and experience as 
it may relate to veterans’ transition into the civilian workplace. Specifically, the authors address 
military culture and structure, which may impose certain challenges and barriers that hinder 
veterans’ successful transition as well as enhance the strengths acquired in the military that 
veterans bring to their civilian workplaces. This article is intended to educate employers for the 
purpose of improving the understanding of the social onboarding appropriate for veterans and 
their families; or, as the authors state, “The unique characteristics of the military culture should 
be understood by those who work with or plan to work with military populations” (Redmond et 
al., 2015, p. 9). The authors suggest that knowing how veterans and their families have 
experienced military service and are reintegrating back into civilian society is vital for employers 
to understand in a culturally competent manner as they support returning veterans in their work 
transition.  
Redmond et al. (2015) suggest that employers need to understand that military culture is 
representative of both individual and learned organizational values, traditions, understandings, 
knowledge, and meanings of how things should (or should not) exist or function within their 
social work environment. Also, it is important for employers to understand that upon exiting 
their military experience, which often involves combat deployment(s), some veterans return with 
minimal difficulty while others return with challenges that blend into veterans’ civilian work 
environments. With that said, the authors posit that during their reintegration into civilian work, 
veterans state that finding employment is their top priority; however, they often experience poor 
professional and social networking relationships and opportunities during their work transition. 
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Also, these veterans may not use available employment services and career assistance programs 
during their employment search. Importantly, as unique military-specific career awareness is 
concerned, these veterans often have trouble finding help with translating their military work 
experience into appropriate civilian resume-specific work experience (Redmond et al., 2015). 
Finally, when considering the uniqueness of student veterans’ career awareness, it is 
important for both employers and potential employees (i.e., graduating student veterans) to be 
aware of how the concept of military culture may apply to returning veterans as they enter the 
civilian work environment. For example, if a student veteran knows he or she has been 
diagnosed with post-traumatic stress disorder, this individual may seek career development 
assistance preferably while seeking traditional mental health treatment or therapy. The value of 
this article comes from pointing out that these military culture situations (beneficial for the 
workplace or otherwise) must be addressed sooner or later by the student veteran and future 
worker. I suggest this scenario be realized and counseled while in higher education so that the 
student veteran can learn how to effectively understand and better respond to his or her strengths, 
needs, and challenges when it comes to the workplace.  
Of note: I didn’t realize that there are certain military situations in which one is given a 
set of orders and told to hold and wait until further orders arrive. I have experienced this scenario 
many times while I was in military service but I have also been trained and given experience to 
use my initiative, too. In either case, both the “do the mission and hold” and “do the mission 
while using your initiative” were usually explicit in their instruction, but this is a valuable point 
that post-secondary career counseling should address with student veterans. In other words, 
either one can ask one’s employer what the civilian workplace expectations are or pay attention 
to the civilian workplace culture for details of how to function and be productive.  
   52 
Various issues regarding the military cultural onboarding concerning the career 
awareness of affected student veterans and their potential employer/workplace could be 
considered as a challenge or barrier as in step (b.) of figure 1, A military veteran’s pathway from 
military to higher education to employment, in which postsecondary institutions may provide 
access to veteran-specific services as in step (c.) of figure 1 to help student veterans, along with 
their potential employers, understand the nuances of military cultural onboarding.  
However, military cultural onboarding would be considered a “graduation toward career 
path or domain into the civilian workplace” issue regarding step (d.) of figure 1. At the point that 
military cultural onboarding could affect the relationship between employee (graduated student 
veteran) and the (potential) employer, postsecondary veteran career services intended to help 
address potential military cultural onboarding issues could generally occur during the student 
veteran’s last year once a job offer is given and accepted.  
How This Literature Review Shaped my Research Question 
 This section of my literature review makes an appraisal of existing scholarship in the 
field of student veterans’ career awareness and what I contribute to this field in answering the 
following research questions.  I used the following table, titled Data Analysis Table: Alignment 
of Research Questions with Methods used for Dissertation Study, to help me establish an 
evidential base to answer the research questions and speak to the methods that I used to collect 
this evidential base. Essentially, this section addresses my research contribution of new 
knowledge to my chosen field of study, which is postsecondary student veterans’ career 
awareness and career development. 
 I intend to make an appraisal of existing scholarship in the field of student veterans’ 
career awareness related to what my research proposed to do in several ways. First, in terms of 
   53 
being critical toward substantive contributions that are made to this field, I have not discovered 
research that includes data (e.g., interviews) collected directly from higher education 
administrators or university officials responsible for implementing or managing necessary 
veteran career services5. My study’s design includes using the research method of qualitatively 
interviewing two university officials after having conducted a focus group interview with student 
veterans at the same university with the purpose of understanding what veteran career services 
are being offered or need to be offered to enhance student veteran employability post-graduation. 
Ultimately, by analyzing my study’s findings and results, I hope to add to potential suggestions 
for practice recommendations and implications for policy, which could add to existing research 
that specifically looks to improve or enhance postsecondary veteran career services. In this 
manner, I have substantively contributed to this field’s research. 
 Second, similar to my above argument, I have added to the methodology of existing 
research pertinent to this field by qualitatively interviewing two university officials after having 
conducted a focus group interview with student veterans at the same university with the purpose 
of understanding what veteran career services are being offered or need to be offered to enhance 
their employability post-graduation. Currently, I do not know of such an intensive and 
comprehensive study that uses these combined research methods and in that order aimed at 
researching postsecondary veterans’ specific career-oriented services in terms of studying policy 
                                                
5 The construct of veteran career services refers to enhancing military veterans’ employability as well as 
improving the capacity of veteran-friendly employers to hire these veterans. The key concept here is to capitalize on 
the workplace learning that this candidate can transfer from their military job, training, and experience to their 
future civilian occupational environment and experience. For example, knowing how to speak about military work 
experience during a job talk (rather than simply listing it on a resume) is critical for the military candidate in order to 
be hired over the candidate without military experience, in terms of communicating the distinctive knowledge, 
skills, and abilities (KSAs) they can bring to the interviewing agency. Additionally, veteran career services should 
not only consist of services that help student veterans become employed but also those services that enhance their 
future career progression and mobility. The setting for veteran career services, in this case, is higher or 
postsecondary education. 
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or practice implications. Additionally, the manner in which I implement my proposed 
methodology and methods will add to this study being recognized as credible as it contributes to 
this field’s scholarly discussion. 
 Third, I add to existing theoretical frameworks that address this field, or topic, by 
examining this topic using a broad theoretical framework in attempting to understand how 
postsecondary student veterans receive veteran career services. I do this by posing questions 
(please review Appendices E and I for focus group questions) that ask student veterans what 
veteran career services on campus they aware of, have access to, and use. These questions 
examine this particular aspect of their career awareness or career development.  
The central research question is:  
How do student veterans in higher education become aware of and use available veteran 
career services or career preparation resources in helping them to meet their career goals? 
The following sub-questions are used to guide the investigation: 
1. 	What veteran career services on campus are student veterans aware of? 
2. In what ways do student veterans access veteran career services on campus? 
3. What are the job-related barriers, challenges, or obstacles that student veterans 
face in which veteran career services can help? 
4. Are the available veteran career services on campus helpful to student veterans?  
Finally, the following table, titled Table 3: Data Analysis. Alignment of Research Questions with 
Methods used for Dissertation Study, helps to organize and express how the data and methods 
used work together to help establish my evidential base to answer these research questions and 
speak to the qualitative research methods that I used to collect this evidential base.  In this table, 
my four research questions are given on the left-hand side of the top row with each of the four 
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qualitative research methods used shown toward the right-hand side of the top row, with the 
body of the table reflecting how I specifically align each question per method used to glean 
findings from this study’s data. 
The central research question is: 
“How do student veterans at a large public university become aware of and use available 
veteran career services or career preparation resources in helping them to meet their career 
goals?” 
Research sub-
questions 
Focus Group 
Session 
Interview 
protocol 
Student veteran 
surveys 
University 
official 
Interview 
protocol 
Field 
notes 
What veteran 
career services 
on campus are 
student veterans 
aware of? 
Question #1 
along with a), 
b), c), and d). 
 
Are you aware of any 
veteran career 
services offered on 
campus? 
Questions #1 
through 4, 
Questions#14 
and #16 
 
Emergent 
data 
In what ways do 
student veterans 
access veteran 
career services 
on campus? 
Question #2 
along with a), 
b), and c). 
 
Have you ever used 
veteran career 
services during your 
tenure here on 
campus? Do you 
plan to? 
Questions #5 
through 11, 
Questions#14 
and #16 
 
Emergent 
data 
 
What are the job-
related barriers, 
challenges or 
obstacles that 
student veterans 
face in which 
veteran career 
services can help 
with? 
Question #3 
along with a), 
b), and c). 
 
 
What job barriers, 
challenges, or 
obstacles do you face 
which career services 
can offer help? 
Translation of 
military experience; 
resume development; 
interviewing; job 
searching; other 
(write in here):  
Questions #12 
through 13, 
Questions#14 
and #16 
 
 
Emergent 
data 
 
 
Are the available 
veteran career 
services on 
campus helpful 
to student 
veterans? 
Question #4 
along with a). 
 
Have you ever used 
veteran career 
services during your 
tenure here on 
campus? 
Questions #15 
plus #14 and #16 
 
Emergent 
data 
 
Table 3: Data Analysis. Alignment of Research Questions with Methods used for Dissertation 
Study 
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Chapter 3 
Methodology 
Introduction 
In this chapter, I discuss the methodology and methods I use to explore how student 
veterans on a large public university campus identify veteran career resources, services, and 
programs, and how they realize how those resources, services, and programs can help them to 
meet their career goals and human development potential. Additionally, I discuss the 
methodology and methods I use to explore how postsecondary administration or officials 
responsible for implementing available veteran career services or career preparation resources 
help student veterans meet their career goals. I accomplish these tasks by discussing components 
of my research framework, methodological considerations, data collection process, and data 
analysis scheme.  
Research Framework 
 Creswell (2014) contends that the plan or proposal to conduct research involves the 
intersection of philosophy, research design, and specific methods used within a framework of 
research intended to approach and explore a study’s research problem, research question(s), and 
purpose.  
Philosophical paradigm. For this study, I have chosen social constructivism as a 
philosophical paradigm to connect my research design and my study’s research focus and 
overarching question toward generating resulting findings, themes, and conclusions. Social 
constructivists believe that individuals seek understanding of the world in which they live and 
work. Individuals develop subjective meanings of their experiences—meanings directed toward 
certain objects or things. These meanings are varied and multiple, leading the researcher to look 
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for complexity of views rather than narrowing meanings into a few categories or ideas. The goal 
of the research is to rely as much as possible on the participants’ views of the situation being 
studied. The more open-ended the questions, the better, as the researcher listens carefully to what 
people say or do in their live settings. Often these subjective meanings are negotiated socially 
and historically. They are not simply imprinted on individuals but are formed through interaction 
with others (hence social constructivism) and through historical and cultural norms that often 
operate in individuals’ lives. Thus, constructivist researchers often address the processes of 
interaction amongst individuals. They also focus on the specific contexts in which people live 
and work in order to understand the historical and cultural settings of the participants. 
Researchers recognize that their own backgrounds shape their interpretation, and they position 
themselves in the research to acknowledge how their interpretation flows from their personal, 
cultural, and historical experiences. The researcher’s intent is to make sense of (or interpret) the 
meanings others have developed about the world. Rather than starting with theory, researchers 
generate or inductively develop a theory or pattern of meaning (Creswell, 2014).  
  Research design. My inquiry approach is case study, which is a qualitative research 
design that can be used to study a phenomenon systematically. Since research, broadly defined, 
is systematic inquiry and case study can be used to test or build theory, incorporate random or 
purposeful sampling, and include qualitative data (Merrian, 1990), I use a case study research 
design to explore and understand the meaning that my participants, individually, or collectively, 
assign to my study’s research problem, question(s), and purpose. Merrian (1990) defines a case 
study as an examination of a specific phenomenon such as a program, an event, a person, a 
process, an institution, or a social group. The bounded system (focus of the investigation), or 
case, might be selected because it is an instance of some concern, issue, or hypothesis. However, 
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the decision to use qualitative case study stems from the fact that this design is chosen precisely 
because researchers are interested in insight, discovery and interpretation rather than just 
hypothesis testing. This resulting insight, discovery, and interpretation may be considered 
descriptive in that the end product of the case study is a rich, “thick” description of the 
phenomenon under study. Thick description is a term from anthropology that means the 
complete, literal description of the incident or entity being investigated (Merrian, 1990). Stake 
(1995) adds that the case can be considered a specific, complexly functioning thing, and case 
study is used to understand that “something else” that may present itself whether intrinsically or 
instrumentally. 
  Specifically, my case study is the examination of postsecondary student veterans 
transitioning toward the civilian workplace and understanding what higher education customized 
career development or career readiness services [i.e., veteran career services (or VCS)] that are 
being offered to or needed by student veterans. Additionally, career awareness plays an 
important part in this case study as I will explore not only what veteran career services that 
student veterans are aware of, have access to, and use, but also what university officials who are 
responsible for such services are aware of in terms of their understanding student veterans’ 
needs and the types of postsecondary veteran career services offered. The case then is an 
exploration of the process outlined in figure 1 of student veteran transition to employment 
through higher education by examining the process at a specific public university. 
Additionally, my study meets several of Creswell’s (2014) defining characteristics of 
qualitative research. These general qualitative design characteristics include the natural setting, 
researcher as the key instrument, multiple sources of data, inductive and deductive data analysis, 
participants’ meaning, emergent design, reflexivity, and holistic account.  
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Research methods. In her article “Shaping the future: Writing Up the Method on 
Qualitative Studies”, Tonette Rocco (2003) states that the methods section is a vital component 
of a manuscript. Connections between the conceptual framework of the study and the method 
chosen to investigate the problem must be made obvious by the author’s design description. I 
adopt her article’s recommendations as I elucidate the details of the method. My case study uses 
focus group interviews, individual interviews, student veteran surveys, and field notes for the 
purposes of linking my central research question and the specific methods or techniques used for 
this research. 
Methodological Considerations 
Researcher’s role. Creswell (2014) states that since qualitative research is interpretive 
research, the inquirer is typically involved in a sustained and intensive experience with 
participants and must consider a range of strategic, ethical, and personal issues pertinent to the 
qualitative research process. I will speak to several aspects related to his observations in the 
following sections. 
 One of Creswell’s (2014) concerns involves the inquirer’s being able to reflexively 
identify their bias, values, and personal background, such as gender, history, culture, and 
socioeconomic status (SES), which shape their interpretations formed during the study. Toward 
this end, I must consider my own current status as a military veteran at the graduate student level 
and my recent employment as a Vocational Rehabilitation Counselor (VRC) at the Danville 
Veterans’ Affairs Medical Facility. In this occupational role, I worked toward securing and 
maintaining employment in the community for my caseload of qualified veterans in ongoing 
mental health treatment. This helps explain my personal background and concern for my study’s 
topic; however, my military experience ended more than fifteen years ago and I no longer use 
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any type of military/GI Bill educational benefits toward paying for my current Ph.D. program. I 
believe these two details may help to alleviate researcher bias and personal connection to the 
recent student veterans that I study here. In many ways, I am curious about their experiences, 
values, and cultural backgrounds, which will be very different from my own military, higher 
education, and other such experiences. Thus, I do not feel as though my inclinations or 
tendencies have caused me to misinterpret or err in interpreting the participating student veterans 
during my creation of the interview questions necessary to develop this study, the interviewing 
process from beginning to end, or in understanding the resulting data, interpretation, and 
theme(s) that follow. I would note that my background, as described, might actually give me a 
point of connection with the participating student veterans where they are potentially more open 
and forthcoming in their responses. However, I have involved colleagues in reading and 
reviewing my study in order to alert me in case of any research biases or errors, as well as to 
detect any deviation from participant meaning or emergent design that is intended to develop 
from participant interaction.   
Ethics. Two issues dominate traditional official ethics guidelines in human subjects 
research: informed consent and the protection of informants from harm. To this end, guidelines 
are usually implemented through forms in which the researcher gives a description of the study, 
indicates what will be done with the findings, explains possible obligations from and risks to the 
subjects involved in the study, and considers other pertinent information (Bogden & Biklen, 
2007). Specific to the interview requirements and considerations that contribute to this study, all 
participating student veterans and university officials were treated in accordance with the ethical 
guidelines of the University of Illinois at Urbana-Champaign’s Institutional Review Board 
(IRB).  As mandated by the IRB, the study protocol and other pertinent forms were submitted to 
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the IRB office for approval, which was granted on July 6, 2016. 
While I estimate potential harm to the participating student veterans and university 
officials to be minimal, confidentiality and privacy were handled with care, protection, and 
respect.  Additionally, the sharing of personal or private subject information with outside parties 
is not permissible, and interviews have been conducted on an individual basis to reassure 
subjects of privacy. As the researcher and interviewer, I asked for all participating student 
veterans’ consent (See Appendix C for Informed Consent for Student Interview). The focus 
group interview was audio recorded and notes were taken to accurately recall what each 
participant said. Similarly, after obtaining consent from each participating university official 
(See Appendix D for Informed Consent for University Official), each interview was audio 
recorded and notes were taken to accurately recall what each participant said. After the focus 
group and each university official interview, a written transcript of each conversation was 
produced. All recordings and transcribed material were kept in a secure location and erased once 
data analyses were completed. All data was stored in a locked, private, off-campus office 
location. Transcriptions were kept in a secure and password-locked computer to ensure 
confidentiality. The investigator and research team were the only individuals with access to the 
data. All of the study’s participants were issued a pseudonym to shield their identity, as their real 
names and specific identifying information were not necessary for the purposes of this study. 
Voluntary consent was obtained from each participant prior to the interview and survey 
(See Appendices C and D for Informed Consent for Student Interview and Informed Consent for 
University Official). As the researcher, I read through the forms with the participant, 
paraphrasing as needed, and offered to answer any potential questions. Participants were asked if 
they understood this information and if they agreed to participate. Once the participant agreed to 
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participate in the study, additional explanations regarding the research were provided.  At the 
conclusion of each interview, one signed consent form was placed in a locked desk for 
confidential purposes and a second form was given to the participant. In addition, each research 
participant received an information letter informing them about the goal of the research and the 
research design [See Appendix A for Student Veteran (S.V.) Participant Recruitment Letter and 
Appendix B for University Official (U.O.) Participant Recruitment Letter]. In addition, the letter 
advised each participant that they were free to withdraw from the interview process at any time. 
All efforts were made to ensure the interview process and setting were comfortable, engaging, 
and respectful for the participants.   
Although I controlled the audio recorder, I informed both the student veteran 
interviewees and the administrative officials that participation in this study was completely 
voluntary and that each interviewee could have withdrawn participation at any point before, 
during, or after the interview without penalty. Additionally, if the interviewee chose, their 
respective complete audio-recorded interview would have been destroyed. This would have 
allowed the participant to stop recording as they deemed appropriate and also spread the power 
dynamic across the interview relationship.  All participant names were changed to pseudonyms 
when the audio recordings were transcribed. The student veterans and the administrative officials 
were informed that the data and quotes collected from this project may be used in future work in 
academic journals and conferences or dissertation proposals, and if information is used from 
transcripts, participant information will remain confidential. Each participant was told that their 
respective participation in this study will help the research community gain a better 
understanding of that participant’s experience as a student veteran or administration official as 
well as help to inform future institutional practices concerning student veteran career 
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development and career counseling in university and college settings. Finally, each participant 
was encouraged to contact the study’s responsible project investigator (RPI) or IRB if they had 
concerns, questions, or wished to report harm. 
Validity. Qualitative validity means that the researcher checks for the accuracy of the 
findings by employing certain procedures (John W. Creswell, 2014; Gibbs, 2007). Validity is 
one of the strengths of qualitative research and is based on determining whether the findings are 
accurate from the standpoint of the researcher, the participant, or the readers of an account. 
Terms addressing validity abound in the qualitative literature, including trustworthiness, 
authenticity, and credibility (Creswell & Miller, 2000). Creswell (2014) recommends research 
proposals identify and discuss one or more strategies available to check the accuracy of the 
findings. Of the eight potential strategies Creswell (2014) gives, I used member checking; rich, 
thick description; clarification of researcher bias; and peer debriefing to check the accuracy of 
this study’s findings.  
Below are brief descriptions of each of my chosen validity strategies: 
• Member checking is used to determine the accuracy of the qualitative findings 
through taking a polished final report or specific descriptions back to participants and 
determining whether these participants feel that they are accurate. 
• Using rich, thick description to convey the study findings may transport the readers to 
the setting and give the discussion an element of shared experiences. When 
qualitative researchers provide detailed descriptions of the setting, for example, or 
offer many perspectives about a theme, the results become richer and more realistic. 
This procedure can add to the validity of the findings. 
• Clarifying any bias the researcher may bring to the study through self-reflection 
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creates an open and honest narrative that will resonate well with readers. Reflectivity 
is how researchers reflect on the ways in which their roles, personal background, and 
experiences may potentially shape their interpretations of the study, including the 
themes they advance or the meaning they ascribe to the data. Reflectivity is 
applicable here regarding researcher bias. Good qualitative research contains 
comments by the researchers about how their interpretation of the findings is shaped 
by their background, such as their gender, culture, history, beliefs, and socioeconomic 
origin. 
• The process of peer debriefing enhances the accuracy of the account by locating a 
person (a peer debriefer) who reviews and asks questions about the qualitative study 
so the account will resonate with people other than the researcher. This strategy –-
involving an interpretation beyond the researcher and invested in another person —
adds validity to an account (Creswell, 2014). 
Data Collection 
Sample selection. The study participants were U.S. military veterans that most likely 
were recently separated from one of the four branches of armed forces service (Army, Air Force, 
Navy & Marine Corps) and represented a wide demographic range that included diverse ages, 
races, and genders. By stating, “recently separated from military service”, I am focusing on those 
veterans who have served during one of the three military campaign time periods of the last 
fourteen years (Operation Enduring Freedom, Operation Iraqi Freedom, and Operation New 
Dawn) and are transitioning to civilian employment during this time. In defining a student 
veteran, I use David Vacchi's definition (2012) of any student who is a current or former member 
of the active duty military, the National Guard, or Reserves regardless of deployment status, 
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combat experience, legal veteran status, or GI Bill use. However, for the purposes of this study, I 
would add that this student veteran be currently enrolled at a large public university, regardless 
of student classification (i.e., undergraduate, graduate or professional status).  
Although the idea of data saturation was limited, I used non-probability and non-random 
forms of sampling, which are commonly used in case study research in order to select this 
study’s participants. When identifying participants and making decisions about internal 
sampling, I used my research questions as a guide and choose participants who would provide 
me with the greatest amount of information on how student veterans use veteran-oriented college 
career preparation or development resources to meet their career goals.  
 I was aware of approximately 72 incoming student veterans registered with a dedicated 
center6, which is mandated by the university to assist its student veterans with veteran-specific 
services and resources on a large public university campus. Having met with the director of this 
center, I was informed that the approximately 72 student veterans are either transferring from 
another higher education institution or transitioning from their military service to this large 
public university campus. The director of this center offers a new university student orientation 
class each academic fall semester that is designed to address the unique strengths, needs, and 
challenges of student veterans for the purposes of ensuring their academic success while on 
campus. It is worth mentioning that the director emphasized in our correspondence that career 
services and resources are among the most requested items by student veterans and that this 
demand had been consistent over the past five years. The director agreed to facilitate my study 
recruitment and research agenda by emailing all of the center’s orientation participants for the 
                                                
6 This large public university has one of the nation’s first dedicated veterans-specific centers designed to 
provide comprehensive services and resources to its student veterans, including those with significant 
disabilities, to ensure their academic and career success while transitioning through higher education. 
Unless otherwise noted, this facility will be referred to as the “center” in this study.  
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fall 2016 semester to identify potential participants for this study’s focus groups. Additionally, 
the center’s director suggested that I recruit two university officials to interview due to 
knowledge that these officials had past experience in placing graduating postsecondary student 
veterans with employers specifically looking to employ veterans. Please see Appendix A for the 
actual student veteran participant recruitment letter and Appendix B for the actual university 
official participant recruitment letter that was sent to the potential participants via this study 
participant selection process. This process of working with the center’s director is considered 
purposeful sampling. Purposeful sampling follows what Creswell (2014) implies is the idea 
behind qualitative research—to purposefully select participants or sites (or documents or visual 
material) that will best help the researcher understand the problem and the research question (p. 
189).  
Study site. The “site” used for this study was limited to one large public university 
through two separate focus groups consisting of six research participants, as well as the two 
administration officials charged with providing student veterans with available veteran-specific 
career services on campus, and their physical interview locations, which were held in a semi-
public location at a campus facility.  
Data sources used. This study used focus group interviews, individual face-to-face 
interviews, field notes, student veteran surveys, and a case study field note log table-of-contents 
to structure the necessary data for future data analysis. The case study field note log table-of-
contents was the main organizer during data collection.  This table started with email threads 
alerting all involved as to when we would meet and for what reasons. Additionally, I included 
each planned interview meeting/session, along with the corresponding materials (i.e., field notes 
and individual demographic information) indicated in order of date/time occurrence, which was 
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to my benefit in my attempt to organize and analyze each data collection event. Please see the 
following sections for focus group, interview, field notes, and student veteran survey details. 
Specifically, the sources of this study’s data came from: 
• Two focus groups consisting of six student veterans; 
• Six individual student veteran surveys administered to focus group participants; 
• Two face-to-face interviews with postsecondary officials; and, 
• Four associated observational protocols taken from my field notes. 
 I began to chronologically organize the data in my researcher’s field note log by date and 
time beginning with a first entry to the last entry to date. The basic rationale for this decision was 
to help me keep track of each individual data-collecting event and its associated field notes in an 
organized fashion. This method proved to be necessary to allow me to also review each 
individual data collection material so that I could more easily track any collective patterns, 
themes, or interpretations that were found to be present in this data. 
Focus group interviews. Kamberelis and Dimitriadis (2013) posit, “Focus groups have 
been used to solve a wide variety of ‘real world’ or practical problems” (p. 2). Additionally, 
Kamberelis and Dimitriadis (2013) state that 
Focus groups are perfect sites for empirical investigations of these new theoretical 
formulations of self7. In particular, they give us opportunities to see whether and 
how “self”, “other”, and “context” seem to be co-emergent phenomena, getting us 
to the very heart of the social processes social theorists argue constitute reality or 
the world we live in (p. 6). 
                                                
7 Please see Kamberelis and Dimitriadis (2013), pages 4-6, on their depiction of what “self” consists of. 
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Primarily, this study used focus group methods to collect any resulting data stemming from my 
research questions because I wanted to see what student veterans collectively had to say about 
these questions.  
According to Ryan, Gandha, Culbertson, and Carlson (2104), one general definition of a 
focus group refers to a collective or group interview where the focus is generated by the 
moderator’s (or interviewer’s) goals pertaining to the research topic in collecting evidence (or 
data) resulting from the expressed views of the participants via an interactive process between all 
participants, including the moderator. The authors suggest that the makeup of a typical focus 
group consists of six to eight participants that are purposively sampled, based upon one or more 
homogeneous characteristics that they share, which may add to their collective views expressed 
regarding the topic being researched. Additionally, these authors suggest that a focus group 
process occurs in a face-to-face interactional mode that typically lasts one to two hours (Ryan et 
al, 2014). I recruited a total of six student veterans to participate in two different focus group 
sessions, which were held in a semi-private campus building location, each lasting approximately 
60 minutes. Finally, two interview protocols were developed for each focus group session and 
are explained in the next section. 
The main reason that I used focus group sessions to gather research data is that I looked 
forward to (any possible) information that emerged amongst the participants in their collective 
responses to my research questions. I believed a focus group might have generated more in-
depth, richer data for my dissertation research than would numerous qualitative one-on-one 
interviews. For example, if a student veteran mentioned that she would need to develop contacts 
to obtain employment in a certain way that enhances her military work experience, others may 
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add to this comment in a meaningful way (e.g., disagreement or agreement on certain features of 
her comment). 
In thinking about and planning for the type of focus group design I used, the Descriptive 
Framework for Focus Group Design Characteristics and Evidence8 provides three approaches for 
design characteristics to assist the researcher with design based on what type of evidence the 
researcher is attempting to collect. Relatedly, Ryan et al. (2014) “argue that making focus group 
design choices explicitly in relation to the type of evidence required would enhance the empirical 
value and rigor associated with focus group utilization” (p. 329). The three approaches that Ryan 
et al. (2014) give are Type A (Scoping), Type B (Narrative), and Hybrid (Theory Building). The 
Type A or Scoping approach consists of eliciting participants’ beliefs, opinions, and preferences 
in their responses to questions. The Type B or Narrative approach takes the Type A approach to 
the next level by framing the participants’ beliefs, opinions, and preferences in a collective, 
sense-making activity, which may result in interesting and unexpected data, as evidenced by the 
group’s stories told concerning the research topic. The Hybrid or Theory Building approach 
combines both the Type A and the Type B approach by developing mid-range theories or 
constructs. I used the Hybrid approach for my dissertation research.  
The Hybrid approach’s descriptive framework for the evidence category is defined as 
“Rich description preliminary program/policy theory” as opposed to the evidence category 
descriptions for Type A (i.e., basic information simple qualitative description) and Type B (i.e., 
narratives). The evidence that I sought via my research considers policy initiatives and 
implications, which fits the Hybrid approach. Additionally, the structure of the research 
questions posed to the focus groups were “Mixed with semi-structured conversation”, which is 
                                                
8 For a comprehensive review of this descriptive framework, see Ryan et al., page 332, (Table 1). 
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given as the Hybrid approach’s descriptive framework for the structure category, whereas the 
structure category descriptions for Type A (i.e., standardized, replicable, directive, 
predetermined) and for Type B (i.e., non-standardized, variant, emergent, spontaneous, natural 
conversation) are not applicable to my research goals. Lastly, the data analysis category 
description given for the Hybrid approach (i.e., may mix or merge interaction with content; 
grounded theory analysis) fit my vision of data analysis more so than the solo data analysis 
descriptions for Type A (i.e., content-oriented analysis) or for Type B (i.e., narrative analysis) 
(Ryan et al., 2014, p. 332). This hybrid approach would be a good example of how to realize the 
social constructivist philosophical paradigm previously indicated.  
Finally, concerning the study’s sample and site procedures, I used large Post-It self-stick 
paper pads, which I stuck to the focus group session’s meeting room’s walls, to write the 
interview guide’s questions on and add corresponding comments and responses from 
contributing focus group participants. In this way, all participants could directly view and 
understand my research questions’ meaning and also see all responses to each question, which 
might have prompted more depth and rich description in case of any agreement or disagreement. 
This method of visually displaying both questions and responses was intended to increase the 
construct validity surrounding each research question, not to mention increasing researcher and 
participant learning and understanding.  
Interviews. According to Creswell (2014), interviews play a critical role in data 
collection in qualitative research studies. In qualitative research, interviews may be used in two 
ways. They may be the dominant strategy for data collection, or they be employed in conjunction 
with participant observation, document analysis, or other techniques. In all of these situations, 
the interview is used to gather descriptive data in the subjects’ own words so the researcher can 
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develop insights into how subjects interpret some piece of the world (Bogden & Biklen, 2007). I 
used the interview method as the primary strategy for this study, supplemented with field notes 
methods (see next section for details). Specifically, I used the semi-structured interviewing 
format for this study. According to Cohen and Crabtree (2006), semi-structured interviewing 
allows the interviewer and respondents to engage in a formal interview. The interviewer 
develops and uses an “interview guide”. This is a list of questions and topics that need to be 
covered during the conversation, usually in a particular order, consistent with each interviewee 
(Patton, 2002).  The interviewer follows the guide, but is able to follow topical trajectories in the 
conversation that may stray from the guide when he or she feels this is appropriate.  Benefits of 
using the interviewing format is that it allows researchers to prepare interview questions ahead of 
time, allowing the interviewer to be prepared and professional during the interview. On the other 
hand, semi-structured interviews allow informants the freedom to express their views in their 
own terms. Finally, semi-structured interviews can provide reliable, comparable qualitative data 
(Cohen & Crabtree, 2006).  
The focus of this study was to explore how large public university student veterans 
transition and realize any career development-related obstacles or challenges, as well as how 
they become aware of and use any veteran-specific career services (i.e., career preparation or 
development resources) on campus to meet their career goals. I interviewed two university 
officials or administrators responsible for implementing or coordinating these services. The two 
face-to-face, semi-structured interviews used to partially develop this study’s data included open-
ended questions and lasted approximately 60 minutes.  All interviews were conducted at the 
officials’ university campus office locations in an effort to increase ease of participation and 
spread the power dynamic across the interview relationship. For this study, I created a total of 
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four interview guides or protocols (to include those used for the focus group sessions), which are 
as follows: 
• Appendix E: Focus Group #1 Interview Protocol 
• Appendix G: University Official (Head of Career Services) Interview Protocol 
• Appendix H: University Official (Coordinator of Services) Interview Protocol 
• Appendix I: Focus Group #2 Interview Protocol 
Each protocol consists of an interview guide that is designed to accommodate any 
potential emergent data. I created two focus group protocols (see Appendices E and I) that 
consist of an interview guide with one background-oriented question designed to connect with 
each particular student veteran interviewed and to better understand each student veteran’s 
particular military and higher education experience. This background question helped me, as the 
researcher, to better connect to and understand each student veteran’s interpretation of the 
following series of research questions.  The majority of my focus group protocols consist of a 
central research question along with four sub-questions designed to answer the central research 
question. For each sub-question, I had a number of probes or prompts that were intended to help 
the interviewed participant more effectively understand and answer the sub-question. 
Additionally, I added several questions to the focus group #2 interview protocol (Appendix I), 
based upon data received from focus group #1 and both university officials, that were meant to 
enhance this study’s rigor, richness, and depth of the collected data. Each University Official 
Interview Protocol (see Appendices G and H) contained research-oriented interview questions 
along with several background-oriented questions, which were intended to both understand the 
participant’s background and to better understand each participant’s role in providing veteran-
specific career services.  
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Finally, I contacted each interviewed participant at least once after the interviews to 
member check the accuracy of statements and for any additional follow-up necessary to provide 
for thick and rich qualitative description. 
Field notes. An observational protocol is a useful tool that allows the researcher to record 
information while observing during the interview process, and becomes useful when noting 
personal feelings, deception, participant behavior, physical settings and other important aspects 
(Creswell, 2013). Specifically, I used field notes in journal format that contain my observer’s 
comments (Bogden & Biklen, 2007),  as a supplementary method of data collection that fulfills 
the requirements of an observational protocol. As Bogden and Biklen (2007) indicate, field notes 
are written accounts of what the researcher hears, sees, experiences, and thinks in the course of 
collecting and reflecting on the data in a qualitative study. While these authors go on to explain 
that field notes are central to participant observation, they can be an important supplement to 
other data collection methods, such as interviewing. The field notes data are considered 
emergent. A total of four observational protocols were collected; one for each focus group 
session and one for each individual interview. 
Within these field notes, I developed three sections starting with a left-hand column titled 
Data Analysis, which was used to reduce and synthesize (i.e., code) various themes or patterns 
that emerge from the data given in the center column, titled Descriptive, which includes a 
description of people, actions, conversations, settings, objects, places, events, and activities. 
Finally, the right-hand column, titled, Reflection, provided a subjective account of my inquiry, 
such as speculation, feelings, problems, ideas, hunches, impressions, and prejudices, as well as 
note patterns that emerge (Bogden & Biklan, 2007).   
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Student veteran’s survey. I issued the same paper questionnaire (see Appendixes F and 
J for Focus Group Interview Protocols) to each of the participating student veterans immediately 
after each focus group interview. This survey consists of two portions. The initial portion of the 
survey contains five inquiry questions, four of which are yes or no questions and the fifth 
question being open-ended with a small write-in response space. These five inquiry questions are 
designed to provide a basic understanding of the four research sub-questions that are asked in 
this study. However, the remaining survey’s items were designed to be demographic questions in 
nature and were intended to help me collectively understand each individual’s unique 
background and makeup relevant to this study. This process took less than five minutes to 
complete. 
Data analysis 
Coding and units-of-analysis. By developing units-of-analysis, I attempted to provide 
“meaning for” or “interpretation for” each study participant’s perspective. These units-of-
analysis made up the study’s “reality box” at a broader level by exploring and understanding the 
meaning that my study’s participants individually or collectively assigned to my study’s research 
problem, purpose, and questions. I identified this study’s units-of-analysis as the awareness of, 
access to and use of (in terms of satisfaction) veteran career services. For this data analysis task, 
I used an open coding system, which looked specifically at anywhere from one to several 
sentences (or lines) in my field note journal’s descriptive section of the focus group transcripts, 
interview transcripts, and my field observation notes. After establishing my open coding system, 
more focused codes were developed, which shaped and helped to determine resulting themes that 
support my study’s units-of-analysis. Both the open coding system and focused coding were 
indicated in my field note journal’s data analysis section, which follows my initial field note log.  
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After establishing this data analysis-coding scheme, I used the scheme to indicate any 
emerging categories, themes, or patterns. These categories, themes, or patterns were indicated as 
thematic units-of-analysis or thematic units in the study’s data analysis or findings sections. In 
other words, I looked to analyze both focus group transcripts and both university officials’ 
interview transcripts, along with corresponding field notes, into chunks of data containing 
particular thematic information (Miles & Huberman, 1994), which refer to this study’s units-of-
analysis. Finally, regarding the student veteran survey, I used descriptive analysis, which 
informed the thematic analysis from the focus groups and the two university official interviews.  
Table 3: Data Analysis. Alignment of Research Questions with Methods used for 
Dissertation Study helps me explain how I analyzed this study’s data with the various research 
methods I’ve selected. As mentioned earlier, in developing this study’s units-of-analysis, I 
followed reoccurring themes that presented themselves in the transcript material and field note 
data. I did this by reviewing the study’s research questions while looking to the data 
interpretation and coding developed within my focal codes to make sense or a “reality” via a 
connection of coherence, logical inference (or reasoning), and description between my research 
questions and the data’s units-of-analysis. In other words, I looked to discover connections 
between this study’s research questions and coding plan to develop themes or thematic units-of-
analysis that might have stood out in my data. This data analysis table provides a visual 
illustration as to how I aligned each research sub-question with each qualitative research method 
for data analysis purposes. 
The unit of analysis for the study is the institution, in terms of institutional supports 
within a specific case site, meaning any veteran career-related support services offered 
throughout a single institution. The resulting themes from the study data (from two student 
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veteran focus groups and two university officials) focused upon my central research sub-
questions of student veteran awareness of, access to, and use of veteran career services on 
campus.  
 Structured coding plan. Regarding specifics of the preceding paragraph, in this next 
section, I explain coding and thematic details in what I refer to as my structured coding plan. 
Saldana (2014) suggests that themes, which are different from codes, are intended to represent 
“summative, phenomenological meanings from data through extended passages of text” and that 
“themes, intended to represent the essences and essentials of humans’ lived experiences, can also 
be categorized or listed in superordinate and subordinate outline formats as an analytic tactic” (p. 
596). Saldana (2014) suggests that one way to “categorize the themes as preparation for analytic 
memo writing […] is to arrange them in an outline format with superordinate and subordinate 
levels, based on how the themes seem to take organizational shape and structure” (p. 598), which 
is what I did as part of my structured coding plan.  
However, before I used superordinate and subordinate themes to organize my data, I used 
multiple steps to process qualitative content analysis as explained by Zhang and Wildmuth 
(2009), who describe qualitative content analysis as going “beyond counting words or extracting 
objective content from texts to examine meanings, themes, and patterns that may be manifest or 
latent in a particular text[, which] allows researchers to understand social reality in a subjective 
but scientific manner” (p. 308). Furthermore, they go on to state that “qualitative content analysis 
is mainly inductive, grounding the examination of topics and themes, as well as the inferences 
drawn from them, in the data” (Zhang & Wildmuth, 2009, p. 309). The multiple steps involved 
in the process of qualitative content analysis can be as flexible or rigid as needed dependent upon 
the researcher’s goal of the intended study. I adopted the following six steps, designed to be 
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systematic and transparent, in order to bolster the validity and reliability of inferences made from 
processing and analyzing this study’s data (Zhang & Wildmuth, 2009).  
Step 1: Prepare the data 
This first step involved making the decision to transcribe both my questions to the focus 
group and interview participants and their responses verbatim. I used proven transcribing 
software for audio players called Express Scribe, which allowed me to carefully capture all of the 
interactions for each of the four data collection events. I had to be careful when transferring the 
transcribed data from their platform onto a MS Word document so that I had all of the content 
for each session’s audio recording. Additionally, I included long pauses or other observations 
that I had mentally noted during the session that came up within the transcribed document. For 
the purposes of the focus group sessions and this study’s goal, I was not overly concerned when I 
could not understand a word or two that was unintelligible as long as I understood the participant 
response’s overall intent or meaning. As per the interviewed university officials, I was able to 
member check the accuracy of their transcribed responses in assuring my data analysis was 
sound. 
Step 2: Define the unit of analysis 
Quite simply, my units of analysis were the four research sub-questions, indicated on 
Chapter One’s page 16 and Chapter Two’s 58, as well as within my data analysis table. 
Essentially, I looked for any expression regarding each of these four sub-questions that could be 
developed into themes, patterns, or categories in the different sources of data collected. 
Step 3: Develop categories and a coding scheme 
I used inductive content analysis to organize this study’s empirical data. This is the area 
where I used Saldana’s (2014) suggestion to “categorize the themes as preparation for analytic 
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memo writing […] is to arrange them in an outline format with superordinate and subordinate 
levels, based on how the themes seem to take organizational shape and structure” (p. 598).  
Step 4: Code all the text while assessing coding consistency  
In using each of the four sub-questions as a consistent starting point for each of my four 
data collection events, I was able to use this coding scheme in a consistent manner, as in a 
constant comparative model, via my interpretive memoing for each event that was inductively 
analyzed. However, I was alert as new thematic units of analysis were developed from data 
collection events to see if and how they may have impacted any other of the data collection 
events, and if so, in what significant ways. For example, I was conscious and mindful while 
looking at each event of thematic relevance or contradiction with another data collection event as 
they related to each research sub-question that was developed. When it comes to checking for 
potential coding or thematic errors (i.e., human or inconsistent categorization between similar 
themes), Zhang and Wildmuth (2009) urge researchers to recheck their coding consistency 
throughout their content analysis concerning the data used. 
Step 5: Draw conclusions from the coded data 
As mentioned by Zhang and Wildmuth (2009), I used my sense-making and reasoning 
abilities in this step to gather relevant thematic categories and look for developed patterns and 
meaning relevant to each established unit of analysis (i.e., this study’s four sub-questions). This 
means that I looked for conclusions to develop based on inferred content analysis as it related 
each of this study’s four sub-questions. 
Step 6: Report methods and findings 
Again, as mentioned by Zhang and Wildmuth (2009), this final step of writing my 
conclusions gathered from inferred content analysis was very challenging as I struggled between 
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the description and interpretation aspects of presenting evidence that allows the reader to both 
understand “the situation” and not only follow my inferences or interpretations, but also make 
their own. This is where constant back-and-forth collaboration between my research director and 
committee members, as well as my Ph.D. program peers, with this self-described structured 
coding plan helped me during the numerous iterations of writing toward a final dissertation 
product.  
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Chapter 4 
 
Findings 
 
Introduction 
 
As initially stated, this study’s central research question is, “How do student veterans in 
higher education become aware of and use available veteran career services or career preparation 
resources in helping them to meet their career goals?” 
 Also, as mentioned previously, this study focuses on how these student veterans 
transition and overcome any career development-related obstacles or challenges, as well as how 
they become aware of and use any student veteran-oriented higher education-related career 
preparation or development resources (see [b.] and [c.] in Figure 1). In part, this study examines 
how the veteran population finds it more difficult than other U.S. employment populations to 
successfully transition into new employment, and accordingly, a successful social reintegration. 
This study assumes that participating student veterans will identify some type of career 
development or preparedness barriers or challenges while enrolled at a large public university, 
and will seek the appropriate veteran career services remedy or related transitional employment 
services and supports on campus. Similarly, this study assumes that university officials will have 
identified veteran career services that were found to be needed and useful to this special campus 
population and have policies and practices in place to continue offering them to its student 
veterans in need of such services. Building on these assumptions, and looking forward to chapter 
five’s implications and recommendations regarding this study, I use a data analysis strategy to 
help interpret “what’s happening” and what was learned in this study.  
As discussed in chapter three, I used inductive analysis to help develop an understanding 
of the “how” and “what” of the collected data to examine my assertions. Specifically, I used my 
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Data analysis table: Alignment of research questions with methods used for dissertation study 
and structured coding plan to illustrate how I connected this study’s research questions and 
assumptions to the data collected.  
To start this chapter, I discuss the background of these postsecondary student veterans in 
terms of the need for veteran career services to be provided on campus. Then, I provide the 
background of the university officials concerning the context of what veteran career services 
support is available and how these services operate. Following this, findings structured by my 
research questions’ themes of awareness of, access to, and use of veteran career services will be 
provided. The final section speaks to several connections found between the study’s findings and 
relevant scholarly literature. 
Context Of Study Findings 
Background Context. As mentioned earlier, I recruited my focus group participants with 
the assistance of the center’s director, who had the email addresses of incoming or newer 
university student veterans. Out of the approximately 70 student veterans that the center’s 
director assisted me in contacting, I received less than 10 responses back, and only five of those 
contacts participated in the first focus group session. Additionally, I distributed dozens of focus 
group event recruitment handouts to student veterans on the massive university student activities 
informational day, annually held on the university’s main quad. I had a negative response rate in 
student veteran participation from my recruitment effort. In other words, no one showed up to 
participate for my first focus group session from the campus quad recruitment occasion. From 
that first focus group, I was able to get one participant to return for focus group #2 along with 
successfully recruiting one more participant out of several student veterans that I met on campus 
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during collection of my research data. Therefore, a total of six student veterans participated in 
both focus groups, with one student veteran participating twice.  
Even though the numbers of participants for this case study were small, the 
heterogeneous diversity represented in the focus groups that was to reflect the wider student 
veteran campus population was very good. Of the six participants, three were White males, two 
were Black females, and one was a Latino male. All participants were under the age of 25, with 
the majority of participants self-classifying as sophomore status or below and being single with 
no children. Importantly, all of these participants indicated they would access and use veteran 
career services offered on campus while being able to specify a type of career service, such as 
resume development, job interviewing assistance, etc. Because the participants’ names were 
drawn from the center, they were aware of generalized transition-oriented services offered on 
campus to student veterans, but were not necessarily aware of veteran-oriented career services 
offered on campus.  
The two university officials that play an important role in facilitating veteran career 
services are very aware that student veterans are a special campus population and inherently need 
specialized, veteran-oriented career services to better enhance their ability to secure civilian 
employment. Their awareness is highly recognized on this campus by offering veteran career 
services through two agencies: the main university career center and the university’s dedicated 
veteran-specific services center. This center is designed to provide comprehensive services and 
resources to student veterans, including those with significant disabilities, to ensure their 
academic and career success while transitioning through higher education. Unless otherwise 
noted, this facility will be referred to as “the center” throughout this study.  
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Examples that each center currently offers its student veterans are as follows. The center 
offers a new student veteran orientation course that helps incoming military veterans transition 
onto campus by making students aware of campus resources and by providing these student 
veterans necessary transition skills, such as stress-reducing coping techniques or identifying 
veteran-friendly study spaces on campus. This new student veteran orientation course has been 
offered for the past two to three years. The career center has developed a program [called by the 
pseudonym Student Veteran Career Development Transitional Program] for participating 
student veterans that presents career readiness materials, including resume development, 
interviewing skills, employer panels to learn how to articulate military work to civilian 
employers, and negotiating job offers and salaries. Finally, as a capstone event, the center offers 
a mini-career fair attended by military-friendly employment recruiters where participating 
student veterans can employ the skills and tools learned during the previous four events. 
Within this campus context, the following subsections are intended to summarize this 
study’s data in a more succinct manner structured by my research questions’ themes of 
awareness of, access to, and use of veteran career services. 
 Awareness of veteran career services. In terms of awareness, half of the participating 
student veterans in the focus groups responded in their surveys that they were [indirectly] aware 
of veteran career services on campus. Four out of the six focus group participants knew of only 
one campus-specific veterans’ services provider, which was the center, but only two were 
directly aware that the center offered veteran career services. As the following exchange 
demonstrates, only one student veteran participant stated that both the center and the coordinator 
of veterans’ services provide outreach (i.e., electronic and otherwise) about upcoming veterans’ 
career services to be offered.  
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Me: How did you hear of any campus-offered veteran-specific career services? 
Can you, in a nutshell, I know we had just talked about how you were exposed to 
the center and even [the coordinator of veteran services] told you, what exactly, 
can you add to it in answering one about career services specifically? 
Cheryl: Um, it will just be from his emails letting us know, like they send like 
once a week emails and let us know all the opportunities they have. 
Me: This is from the center?  
Cheryl: This is from, [the coordinator of veteran services] sends them and [the 
director of the center] sends them. 
Me: Okay, both of them? 
Cheryl: Yeah (Cheryl, personal communication, November 15, 2016). 
The other student veteran participants indicated they have not been offered outreach on or 
awareness of any available on-campus veterans’ career services. Additionally, four out of the six 
respondents indicated they were not aware of another student veteran that had used veterans’ 
career services during their time on campus. 
In terms of awareness, as evidenced by the following exchange, the career center relies 
on the center and the coordinator of veterans’ services for recruitment and outreach to student 
veterans, with some cases of informal outreach by individual career center staff if they know of 
student veterans or others who may benefit from being alerted to a relevant career service or 
event.  
Career center head: This is where we rely a lot on the individuals who are directly 
assuming responsibility for serving that special population. That's where we rely 
on the [directors of the centers and the coordinators of veteran services] because 
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they often have that relationship. They often know who are members of that so we 
have gotten away from big posters, "Veterans come see us" because if [the 
coordinator of veteran services] sends that message in a newsletter or on 
Facebook, the population that we want to serve has a better chance of getting it. 
And then my next is that people will say well [the coordinator of veteran services] 
doesn't know all veterans on campus and I know that's probably true, nor does 
[the director of the center], but veterans know veterans.  
Me: Hmm, word of mouth? 
Career center head: And so if we are doing well with many of the veterans, or 
some of the veterans, they are often telling others because they find each other.  
Career center head: And then the other thing that we try to liaison with is not only 
that office or those professionals that may be working there but also student 
groups. Okay (Head of the career center, personal communications, October 11, 
2016)? 
The coordinator of veteran services posts notices in selective spaces on campus and relies on the 
center to advertise veteran career services that are to be offered. The head of the career center 
stated that it does not recruit or attempt to do direct outreach to this university’s student veteran 
campus population because the career center does not have access to a university-sponsored list 
of registered military veterans or military-affiliated students on campus. The head of the career 
center mentioned that due to privacy (e.g., FERPA) requirements, the career center would never 
have access to such a list.  
Conversely, the head of the career center mentioned how important it is for the career 
center to be able to identify student veterans or military-affiliated students because employers are 
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actively recruiting military veterans, dependent upon their academic program, from this major, 
public university due to its high reputation for post-secondary education.  
Me: Okay, are civilian employers recruiting graduating student veterans through 
the use of your career center? 
Career center head: Yes. 
Me: Yes, okay.  
Career center head: It is a highly sought candidacy. And so there would be any 
reason for veterans to become engaged in our office, in [Connect-to-Work (a 
pseudonym)] and those things, is because, going to fairs, because they, employers 
are seeking them (Head of the career center, personal communications, October 
11, 2016). 
The coordinator of veterans’ services uses an email list that identifies registered military veterans 
or military-affiliated students, which is provided by the university’s financial aid office. 
Interestingly, this university official informed me that none of this large, public university’s 
colleges choose to pay a fee to access a university-sponsored list that identifies who on campus is 
registered as a military veteran or military-affiliated student.  	 The focus group participants’ awareness of existing veteran career services is inadequate 
because the university does not identify student veterans for the purposes of outreach. Even if 
they are identified, they have no awareness of veteran career services being offered. These 
student veterans know of only one individual campus veteran career services resource, which is 
the center, because this agency reached out to students during their matriculation at this 
institution. In other words, the awareness of all available campus veteran career services (to 
include the main career center and all of the university’s colleges’ career services) could be 
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greater for student veterans if all of the campus agencies that offered veteran career services 
actively did their own outreach to enhance awareness. The beneficial result would be that student 
veterans would be more knowledgeable about which campus agency offers career services that 
are applicable for their specific needs, whether they are academic or career-related. This means 
student veterans would be more knowledgeable about campus agencies offering veteran career 
services (to include the main career center and all of the colleges’ career services) if all of these 
agencies did outreach and had the capacity to connect each prospective student veteran with 
training, instruction, or employment opportunities themselves. I would add that while the 
coordinator of veteran services acts as a liaison to connect student veterans with appropriate 
career services, at present this coordinator is a one-person unit with limited ability to maintain an 
established career development network to alert and connect those interested in a certain career 
field, as opposed to those campus career services or offices that do this type of full-time 
networking. 
 Access to veteran career services. In terms of access, two out of the six focus group 
student veteran participants stated they have accessed and used veterans’ career services while 
on campus, which is corroborated by the student veteran survey results. The majority of student 
veterans responded via the survey that they planned to access and use veterans’ career services 
during their time on campus, with two respondents indicating that they would not access 
veterans’ career services while on campus. However, it should be noted that based on the 
transcription of both focus group sessions’ audio tapes, all of the student veteran participants 
indicated they planned to access and use veterans’ career services that are offered on campus.  
When asked via the survey which job barriers, challenges, or obstacles the respondents 
felt campus-sponsored veteran career services could offer them help with, five responded with 
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resume development and interviewing assistance, four responded with new student veteran 
orientation course that includes veterans’ career services information, and three responded with 
job searching and translation of military experience. None of the respondents wrote in any other 
job barriers, challenges, or obstacles in the provided survey space.  
Nonetheless, during the focus group sessions other veteran career services were deemed 
important, such as employment internships, weekend career services events, mentor-mentee 
relationships, post-services follow-up checks,, and career services liaison personnel that could 
help alleviate immediate and long-term, perceived and real career barriers, challenges, and 
obstacles that student veterans may, or actually do, face during their transition from military to 
civilian work. Also, the student veteran who participated in each of the focus groups detailed 
how important it was for her and her peers to learn how to effectively translate their military 
work experiences to potential employers in order to successfully secure employment:  
Cheryl: I think mock interviews, whether they're military related or not, are 
always good. The more times you practice at it, the better you get at it, but often 
times I find myself trying to figure out, cause you're used to talking to NCOs 
[sergeants] or officers and the way you talk to them might not be the same when 
you talk to someone that’s interviewing you and then especially the lower 
[unintelligible]. I always want to say something cause you not the one in charge 
and stuff like that (personal communication, August 23, 2016). 
At least three participants conveyed similar feelings by affirmatively nodding, while two 
mentioned that having a former military veteran qualified to offer career services would be 
helpful to them in receiving career services. One student veteran mentioned how inspirational 
and motivating it would be for him to have a military veteran, who had experienced what they 
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had as transitioning student veterans and attained professional success, as a veteran career 
services provider.  
Me: (Writing on large post-it paper) veterans' specific career services. Guys, any 
comments? Again, the rules, there are no rules but jump in or else you're going to 
get a prompt from me cause I value…  
Carlos: I was thinking, I mean I didn't really know much about you when at first 
[the director of the center] told me, emailed me about you what you were doing 
but now you told me you were Army and you did your time and now you're a PhD 
candidate. Something like that makes me like wow somebody... 
Me: So you want outreach, you like engagement? 
 
Carlos: Yeah. 
 
Me: Is that accurate?  
 
Carlos: Yeah. 
 
Me: Peter? You guys like that too? Okay. So what makes it significant is the 
outreach too. That kind of goes along with #2. 
Carlos: Yeah, so seeing that background, like wow, you did it, then that means I 
can probably do it too. 
Me: Oh, I see. So not just outreach but like having... 
Carlos: Somebody. 
Me: Having a role model. 
Carlos: Yeah. 
 
Me: (As I'm writing) a veteran role model. 
 
Carlos: Yeah. 
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Me: Okay and I've observed that too in some of my previous research. 
 
Carlos: Yeah that really definitely helps. 
 
Me: Outreach (Writing on paper) does that matter? 
 
Carlos: Yeah, outreach definitely matters. 
 
Me: Does it matter if it’s a veteran? 
 
Carlos: It makes it easier. 
 
Cheryl: More meaningful, yeah. 
 
Me: Okay. 
 
Carlos: You feel more open (personal communication, August 23, 2016). 
Another participant stated that having a military veteran serving as a career services provider 
would lead to more opportunities for student veterans to network with employers in order to 
successfully gain employment.  
 In terms of access, both university officials mentioned that only in the last several years 
has there been an active and collaborative effort to establish veteran career services for the 
university’s student veterans. Additionally, both university officials indicated that they actively 
participate and collaborate with other professionals, whether through conferences, workshops 
and seminars, or university systematic alliances, to provide high-quality veteran career services 
to student veterans on campus. The head of the career center designated a staff member as the 
center’s veteran liaison to do this type of participation and collaboration. Additionally, the head 
of the career center expressed a firm belief that a certain percentage of student veterans will only 
come to the career center to take advantage of services if the career center actively goes into their 
space.  
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Career center head: It really is special populations. For me, and I go back to this a 
lot, and that is that if we are not willing to go where those students are, we cannot 
expect them to come to our place. 
Me: Exactly. 
Career center head: We have to be there and they need to see us and know that we 
are a part of their community, whether it’s at their noon event or it’s whatever and 
for them to feel that is a place that's going to be friendly.  
Me: Exactly. Okay. 
 
Career center head: So that's the liaison model.  
 
Me: Okay, right. 
 
Career center head: I've often said career centers, if we only had the top 10 to 15 
% of the students, the obsessive compulsive will find us. 
Me: Right. 
Career center head: The bottom 10 to 15 % will sometimes find us because 
somebody told them they ought to be at our place.  
Me: Sure. 
Career center head: The middle group and particularly those of a special 
population are only going to find us if we're willing to be in their space too. 
Me: I can see that (Head of the career center, personal communications, October 
11, 2016). 
Additionally, even though the coordinator of veterans’ services has no career services training or 
competencies, the coordinator works closely with the career center’s veteran liaison and the 
center’s point career services representative in planning, designing, coordinating, and offering 
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campus-wide career services to student veterans. For example, the coordinator borrowed a 
feature from an alliance colleague that allows employers to identify student veterans by self-
identifying within an already established university career center system called Connect-to-Work 
(a pseudonym).  
It should be noted that both university officials mentioned it is difficult to get adequate 
participation and recruitment of student veterans university-wide. The coordinator of veterans’ 
services mentioned a failed attempt to invite student veterans to attend an event at a local 
veterans’ services organization in order for them to network for employment. Similarly, the head 
of career services stated that he is not able to determine student veterans’ career needs because of 
low turnout for focus groups:  
Career center head: I think we rely a lot on the offices and/or the individuals that 
serve the special populations help us do that. We have in the past, we did a needs 
assessment with each of the cultural houses. So we brought together a focus group 
from each of the cultural houses to ask them what were their needs in the career 
area? We haven't done that for a while. I will say to you I don't know how, what 
your luck was in getting people to come to your focus group. 
Me: Uh, low numbers. It’s the same issue. 
Career center head: Yes, exactly. 
[…] 
Career center head: Yeah, its not, but so we did this and we had focus groups but 
it was such a struggle to get people there and never feeling for sure we were 
getting a full spectrum of voices. 
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Me: Which is hard. You need that in order, is that what you're telling me in order 
to determine their needs?  
Career center head: Yes (Head of the career center, personal communication, 
October 11, 2016). 
Also, both university officials mentioned that student veterans who access veteran career 
services generally do not know how to effectively convey a succinct and chronological narrative 
of their military training and job experience followed by their post-secondary education 
experience to secure employment with civilian employers. The university officials explained 
that, other than putting employers in contact with students for employment, providing career 
services assistance that allows a student veteran to share their unique military and civilian 
education and work experience with the employer was important.  
Finally, both university officials stated that it would be more beneficial for a military 
veteran to serve as a veteran career services provider than a non-military veteran provider. The 
coordinator of veterans’ services stated that although a non-military veteran career services 
provider can do the job if that person has a passion to help student veterans, a military veteran 
will have an added advantage of shared experience with the student veteran. In the following 
quote, the head of the career center states that there is an added value of having a military 
veteran on the career center staff to implement veteran career services for student veterans on 
campus.  
Yes, there would be value in having a military veteran serve as a veterans’ career 
services provider at the career center.  The issue would be securing a budget for 
such a position (Head of the university’s main career center, personal 
communication, November 16, 2016). 
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However, the head of the career center cannot justify hiring a sole such position due to the low 
numbers of student veterans on campus and relies on the diversity of the career center staff to 
compensate for the lack of a military veteran on staff. In terms of providing for the campus’ 
special populations, an example given was that the head of the career center was recently able to 
add a career services provider for the international students, which number 12,000, by justifying 
the hire of a non-U.S. citizen (or international) career services provider to fill that role. In other 
words, it is believed that the university can better justify student fee expenditures on larger 
campus populations that benefit from career services. Of note, this is relevant to the head of the 
career center explaining how important is was to have the redundancy of other university student 
veterans’ units (e.g., the center and the coordinator of veterans’ services) to share in the practice 
(i.e., “giving career development away”) of offering veteran career services to student veterans 
on campus. 
 Access to veteran career services is related to awareness of veteran career services 
because if student veterans are not aware of what services are offered, then they cannot take 
advantage of them. However, it is clear that the majority of the focus group participants not only 
plan to access veteran career services, but have already identified what veteran-oriented career 
services that, if offered, they would take advantage of during their postsecondary tenure on 
campus. This consideration on their part shows that they have an idea of the basic career 
readiness or development skills they will need to acquire to become successfully employed. 
What’s more, several student veterans indicated a preference for a prior military service veteran 
helping them with their career services because of a shared connection and acting as a former 
military role model who has successfully transitioned from the military through higher education 
to civilian employment, which is very similar to their career aspirations and goals.  
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 The relationship between awareness of veteran career services and access to veteran 
career services is also relevant to the university officials responsible for providing these services. 
Being able to identify and contact student veterans directly in order to offer them veteran career 
services will enhance the ability to alert, attract, and recruit participants, which will increase their 
awareness of and access to these services. Additionally, all involved university officials must 
have the capacity to contact student veterans in order to evaluate, reexamine, and reorganize 
veteran career services in a beneficial way that not only customizes programs, events, and 
services for student veterans, but also make student veterans feel as though they have a seat at 
their own table as primary stakeholders. There is a strong possibility that these two basic 
capacities of outreach to student veterans may increase interest and participation in the various 
veteran career services being offered, which is necessary to attract and sustain their commitment 
to accessing and using these types of career services that are geared to them as a special campus 
population. Similar to what the student veteran focus group participants indicated, university 
officials recognized a need for student veterans to learn how to effectively and successfully share 
their employment narrative with prospective employers. This storytelling is important because 
this special campus population must be able to distinguish and convey any or all unique hard and 
soft skills gained from their military work experience, along with their postsecondary 
educational experiences (i.e., classroom- and internship-related learning and doing) in order to 
secure civilian employment opportunity with a prospective employer. To this end, university 
officials explained that while not always necessary, having a military veteran who can provide 
veteran-oriented career services to student veterans is an added incentive when it comes to this 
special campus population’s career readiness and career development. Finally, both university 
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officials affirm that civilian employers are actively seeking and recruiting student veterans for 
employment with their firms and organizations.  
This means there is a significant need for postsecondary educational institutions to 
establish and maintain relevant units (e.g., centers or programs) and organizational processes that 
are geared toward providing career readiness and development to its student veterans.  
 Use of veteran career services. Two of the focus group participants stated they had 
already accessed and used veteran career services while on campus, which is corroborated by the 
student veteran survey results. Both student veterans indicated they had used veteran career 
services at the center and were satisfied with those services. One student veteran added that she 
was satisfied with the career services that she had recently used: 
Cheryl: I used the career services and actually academic, oh with [the center’s 
associate director of academic and career services], um, it went really well. I 
know we had an appointment one time and we took maybe about an hour and 
helped me register for classes because I was switching majors and my advisor that 
I had on campus wasn't really helpful because she didn't want me to switch. But 
[the center’s associate director of academic and career services] pretty much took 
on that role and helped me do that. And then another time, we didn't even have an 
appointment but I was just walking down the hall and saw the door open. I was 
able to walk in there and get some help. And then career-wise, uh, nursing license, 
uh, we weren't able to figure anything out while I was in the office but I want to 
say within an hour later, sent me an email saying they found information to help 
me out. 
Me: Okay, good, so good experience so far. 
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Cheryl: Correct (Cheryl, personal communication, November 15, 2016). 
Finally, when asked about the significance of having veteran career services available for them 
to access and use, a couple of the first focus group participants emphasized how important it is to 
have these services available so they do not necessarily have to figure their career development 
and preparation out on their own. Accordingly, a couple of the second focus group participants 
also added, in the following quote, that having veterans’ career services available to use is 
important because student veterans need to be successful in their future employment. Without 
these services, their efforts to be successful would not be as targeted and efficient in securing 
employment.  
Me: Okay, anything? What makes these challenges, something the university can 
help with, what makes them, for c.3. [What makes these challenges or obstacles 
for the student veteran significant?], what makes them significant for you guys? 
Charles: Because that's like directly affecting our futures so I mean like you really 
need to have that as narrowed down definitely knowing what's going on. Where to 
use it at. 
Cheryl: I would say it's significant from the example I gave previously because 
that's time and money, you know, if you accept those credits, less time I have to 
be here, less money coming out of my benefits, yeah so (Charles & Cheryl, 
personal communication, November 15, 2016). 
In terms of the use of veteran career services, the coordinator of veterans’ services was the only 
university administrator interviewed in this study that issues a semesterly survey to student 
veterans. For this survey, the coordinator probes the topic of veteran career services in terms of 
the effectiveness of the services offered and student veterans’ career services needs. Neither 
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university official collects and compiles any data or information about how many student 
veterans use veteran career services or if the services’ content or event material was satisfactorily 
received and useful to any student veterans receiving it. One reason given by both university 
officials was that they do not have an official university-sponsored list identifying each student 
veteran eligible to receive services. 
 Participants who took advantage of the offered veteran career services rated them as 
satisfactory. Additionally, it is apparent that postsecondary student veterans understand the 
significance of veteran-oriented career services that are available to them on campus. However, 
similar to access, the leadership of agencies that offer veteran career services need to have the 
ability and capacity to track career services offered to student veterans; they also need the ability 
to determine whether programs or events are relevant and adequate for the student veterans who 
participate. Thus, being able to collect usable feedback that constantly monitors the curriculum 
and timing of services is important for university officials responsible for offering veteran career 
services.  
Relevant Scholarly Literature Connected To These Findings 
 
 In this section, I speak to several connections found among these findings and the 
relevant scholarly literature from chapter two of this study. 
 First, it is a positive sign that one half of the focus groups’ participants were veterans of 
color and women, as discussed at the start of this study’s literature chapter. This is positive 
because of the phenomenon of inequality highlighted in the literature, reflected by high 
unemployment based on level of educational attainment for veterans of color and women. 
Additionally, it was mentioned in the literature that high levels of education as well as higher 
   99 
educational institutional support, such as veteran career services, are necessary for student 
veterans to successfully gain employment upon completion of their postsecondary education. 
 The literature review section titled What employers can do to increase veterans’ career 
awareness presented social onboarding research that speaks to how a social organizational match 
is often not reached due to the different perspectives emanating from the employer and military 
veteran-employee. This research goes on to cover three onboarding strategies, prepare, connect, 
and manage, which are designed to join the incoming military veteran-employee with the 
employer toward overall organizational success by helping both understand each other’s needs 
and cultures (King, 2011). I suggest one could replace employers in What employers can do to 
increase veterans’ career awareness with higher education institutions or in this particular 
study’s case, this university. The reason for interchanging these two organizations is that both 
have an inherent mandate and capacity to educate (as in training and development) all involved 
parties with the intention of achieving a common success. For example, a firm or agency requires 
all levels of operation, from managers to supervisors to specialty sections to the line worker, to 
perform and produce at a certain expectation and standard. In order for this to more efficiently 
and effectively occur, certain agreed-upon codes of social conduct (i.e., soft skills) and technical 
proficiency (i.e., hard skills) must be demonstrated at all levels of operation in a consistent 
manner for the organization to thrive or even survive. This same type of learning (or training and 
development) process commonly occurs in higher education organizations of all types (e.g., 
community colleges, private colleges and universities, and larger public [land grant] universities) 
in order to adequately and professionally prepare higher education students, including veterans, 
to obtain sustained employment by matching employers with workers and develop the requisite 
hard and soft skills necessary to contribute to an organization’s mission and goals. 
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 As discussed in the literature review, the authors of Punching Out: Launching a Post-
Military Career speak to the necessity of veterans’ being competitive in gaining employment and 
future-oriented in making career choices while processing goals and aspirations, as well as 
learning how to market and sell their unique skillsets successfully to employers. This study’s 
data shows that all of these are skills that student veterans may struggle with; additionally, both 
university officials interviewed have indicated student that veterans who have sought out 
veterans’ career services need to master these skills. 
 Finally, in the literature review section titled Postsecondary Institutions and External 
Veteran career services, two authors use Schlossberg’s Theory of Transition as a framework in 
pointing out how important it is for postsecondary administration and faculty to reach out in a 
proactive manner to more effectively welcome and provide for student veterans’ needs. Also, 
contained within this same section is research that looks at an Obama Administration initiative 
and joint program between the U.S. Departments of Education and Labor called the 8 Keys to 
Veterans’ Success. The emphasis of this particular research is that university administrators 
could, are, or are not making progress on complying with in terms of these 8 Keys. Number three 
of the 8 Keys, in figure 1, requires higher education institutions to specifically provide career 
advice, which will help to increase postsecondary student veterans’ career awareness (Heineman, 
2016). In reference to number three of the 8 Keys, examples in which this university is making 
progress include when the center consistently offers their new student veteran orientation course 
that covers veterans’ career services offered on campus, or when the career center consistently 
offers their Student Veteran Career Development Transitional Program to student veterans.  
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Chapter 5 
Implications and Recommendations 
Introduction 
The goal of this study was to examine how student veterans at a large public university 
identify veteran-focused career services on campus and then determine how these resources can 
help them meet their career goals. As introduced at the start of this study, there are numerous 
academic papers indicating that student veterans, just like non-traditional or transfer students, 
need individualized assistance in reference to housing, academics, social life, financial aid, and 
other issues, such as transferring military training and experience into college credits. 
Throughout this study, I have added to the discussion of veteran needs by showing student 
veteran career development or career transitional assistance must attend to the individualized 
strengths, needs, and challenges of today’s higher education student veterans. Additionally, the 
role and responsibility that higher education institutions take in assisting student veterans with 
career development or career preparedness have been discussed. This final chapter begins with a 
brief overview of this study, followed by implications and recommendations, a section covering 
future research suggestions, and then a concluding section. The following implications and 
recommendations, future research suggestions, and conclusion of this study are based on the 
findings that emerged from the resulting thematic analysis of the study data (from two student 
veteran focus groups and two university official interviews), which focused on my central 
research sub-questions of student veterans’ awareness of, access to, and use of veteran career 
services on campus that help them meet their career goals.  
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Overview of the Study 
This qualitative case study investigated a small aspect of the transitional step in higher 
education that the veteran must take to develop career development skills necessary to achieve a 
match between employer (or university veteran career services) and potential employee (or 
student veteran). This study investigated how student veterans on a large public university 
campus identified veteran career services and then determined how those resources can help 
them meet their career goals. Additionally, the role and responsibility that higher education 
institutions take in assisting student veterans with career development and career preparedness 
was also investigated. A focus was on how student veterans meet any inherent career-related 
challenges they encounter while in higher education. Specifically, this study focused on how 
these student veterans transition and overcome any career development-oriented obstacles or 
challenges as well as how they become aware of and use any on-campus, student veteran-
oriented career preparation or development resources (see [b.] and [c.] in Figure 1, A military 
veteran’s pathway from military to higher education to employment. 
I developed Figure 1 in order to illustrate the potential pathway of a student veteran’s 
journey through higher education. First, student veterans enter the campus and learn to be 
university students; second, they become aware of both perceived and real challenges/barriers; 
third, they learn about available campus resources; finally, they graduate and transition into the 
civilian workforce. As an intended outcome of this study, this conceptual framework is presented 
to guide future student veterans and university officials responsible for veteran career services on 
this journey. 
Implications and Recommendations  
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Institutional career services for this special population. Several institutional career 
services policy implications and practice recommendations that should be considered to improve 
the awareness of, access to, and use of veteran career services for postsecondary student veterans 
will be discussed in this subsection. I acknowledge that while I break awareness of, access to, 
and use of veteran career services for postsecondary student veterans into the following 
individual subsections, all three of these elements are interrelated to a large extent, as they 
intersect to paint a holistic picture concerning my overall research on how higher education 
institutions provide these services. 
Awareness. First, when considering the awareness of veteran career services, there is a 
need for formal processes of identification of student veterans and sharing of their contact 
information in order to provide outreach, facilitate coordination between university veteran 
career services, and obtain necessary evaluative feedback of services rendered. The university’s 
career center head and coordinator for veteran services indicated they do not have an accurate 
count of the numbers of student veterans that may be eligible and in need of receiving veteran 
career services. Additionally, the head of the career center stated that due to privacy concerns, 
the career center would not receive the identification information of the total number of student 
veterans on campus, whereas the coordinator for veteran services stated the university’s financial 
aid office possesses and distributed such a list. Furthermore, the coordinator for veteran services 
mentioned that the university colleges’ career centers do not pay an access fee for the ability to 
obtain such a list of the total number of student veterans on campus in order to identify them and 
offer veteran career services. Formal processes of identification of student veterans and sharing 
that information is necessary to coordinate university resources that provide, or could provide, 
veteran career services in order to increase the awareness of student veterans through effective 
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outreach efforts on a university-wide basis. Additionally, and as importantly, this formal process 
would increase the university administration’s awareness of how to properly allocate resources to 
provide and promote veteran career services to student veterans (Steele et al., 2010). 
A further implication to consider is the coordination of veteran career services to avoid 
unnecessary redundancy of programming. For instance, when one veteran career services 
resource is aware of an event or program that another campus veteran career services resource is 
sponsoring, this second resource may have an interest in offering cooperation for the purposes of 
institutional knowledge gain and benefit in providing service to the attending student veterans. 
An obvious advantage of this practice recommendation that may occur is when one veteran 
career services resource offers an academic or career field-specific program, due to its 
specialization and expertise with the type of information or material shared, other veteran career 
services resources on campus can attend the event so that they can learn of the presented veterans 
career services specialization and later refer other appropriate student veterans to that campus 
resource. Since there is no central repository of veteran career services events or programs, this 
practice would allow for raising institutional awareness through partnership as to what each 
different veteran career services resource offers and what they are learning from each other in 
order to coordinate more effectively to offer such services to student veterans on campus. Still, 
other such veteran career services resources could partner, adding content and context to the 
presentation in terms of their institutional knowledge. Finally, having formal processes of 
identification and sharing of identification of university student veterans is instrumental so that 
postsecondary veteran career services can evaluate their offered services (to include methods of 
outreach) and either customize them to participating student veterans or enhance them based on 
the feedback received (Southwell, Whiteman, MacDermid Wadsworth, & Barry, 2016).  
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Access. Next, when considering access to veteran career services, issues such as not 
having a central “go-to” location (Roman & Hamrick, 2010) and the existing “hodge-podge” of 
outreach or awareness of career services spoken of above, there is a lack of information on 
veteran career services that are provided, which makes it difficult for postsecondary student 
veterans at this university to line up with the suggested pathway model in this study (Figure 1. A 
military veteran’s pathway from military to higher education to employment). Focus group 
participants indicated that they would access and use offered veteran career services on campus. 
They also identified several employment barriers and obstacles, as well as tools or skills, they 
either perceived or believed to be necessary for them to gain employment that the university 
could assist them with. For example, as ascertained by this study’s results, student veterans 
indicated that the following resources and services are needed as part of the veteran career 
services offered to them: 
• Employment internships  
• Weekend career services events 
• Mentor-mentee relationships 
• Post-services follow-up checks 
• Career services liaison personnel that could help alleviate immediate and long-
term, perceived and real career barriers, challenges, and obstacles that student 
veterans may, or actually do, face during their transition from military to civilian 
work  
These customized veteran career services are in addition to fundamental career services 
that allow student veterans to learn how to effectively translate their military work experiences to 
potential employers in order to successfully secure employment. Relevant focus group examples 
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of fundamental career services that could be of benefit to student veterans are resume 
development, cover letter development, and mock interviewing techniques, all of which are 
intended for student veterans (i.e., potential employees) to effectively connect with employers.  
In reference to relevant literature, the Council for Adult and Experiential Learning or 
CAEL (2013) produced a report that looked at the various and numerous challenges that military 
veterans face while transitioning from their military work experience to a civilian one. The 
CAEL report states that military service members are poorly advised regarding their career and 
educational counseling and planning and that this lack of information about their options occurs 
before they enrolled in higher education. It goes on to state that military service members (or 
potential veterans) need to have specific policies and plans in place to help them realize their 
educational and career goals. This CAEL report contends that military veterans lack the “career 
awareness” necessary to continue in a coordinated, smooth, and successful pathway toward 
civilian employment (The Council for Adult and Experiential Learning [CAEL], 2013). 
Additionally, when it comes to higher education, this CAEL report states that institutions 
struggle to provide all the career-oriented services that the student veteran needs and divides the 
available services into the following: 
The assistance provided by postsecondary institutions to veterans frequently falls into 
three broad categories: assistance in understanding and accessing financial benefits; 
transition services, such as veterans orientation sessions and classes on study skills; and 
peer advising and support” (The Council for Adult and Experiential Learning [CAEL], 
2013, p. 11). 
Based on this report, it is imperative that institutional veteran career services identify and 
offer necessary and relevant fundamental and customized career services, which match what 
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student veterans identify as employment barriers and obstacles, as well as needed skills and 
tools, they believe the institution can assist them with during their transition toward gaining 
civilian employment. Similarly, Blaauw-Hara (2016) considered various models and theories 
regarding the preparation of student veterans seeking employment opportunities in studying the 
mindsets and skills that incoming student veterans brought with them in their transition from the 
military to the postsecondary setting and whether these mindets and skills made their transition 
easier or more difficult. He conducted a qualitative case study in which the study’s participants 
were asked to identify strengths beneficial to a successful transition from the military to college. 
Based on the trends of his findings, the author identified the following three strengths of 
“clarifying the often tacit understandings of college and course requirements, connecting course 
materials to veterans’ experiences, and strengthening and expanding veteran resource 
communities as ways higher education can build upon student veterans’ strengths and improve 
their chances of college and employment success” (Blaauw-Hara, 2016, p. 12).   
In his article’s conclusion section, the author makes the following point when it comes to 
supporting student veterans as they transition through college and its offered programs, services, 
and associated supports: 
This article opened by pointing out that the student-veteran population is increasing, 
especially at the community college. While there is a growing body of scholarship 
exploring how best to help student veterans succeed at school, this area is still very much 
understudied at the community college level. This article is an attempt to partially address 
this need. […] its focus on using veterans’ strengths to guide college support initiatives 
makes an important contribution to the field. Many colleges are responding to the influx 
of veterans by improving their veteran services and holding training workshops, but too 
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often student veterans are approached from a deficit mindset— we focus on what they 
lack rather than on what they bring to college. A more effective approach will take into 
account student-veterans’ strengths and explore ways colleges can change to help 
veterans build on those strengths (Blaauw-Hara, 2016, p. 12). 
This 2016 article is valuable for its policy implications concerning veteran career services that 
higher education institutions may consider offering during recent times. The author’s intent is 
that policy makers in such institutions approach their veteran career services by using a strength-
based approach, which I believe is instrumental as student veterans access veteran career services 
offered to them. The reason may be that using this type of strength-based approach will play to 
the talents and interests of student veterans while empowering them in a more customized and 
individualized manner. This article is important to consider in the overall framework and 
approach from higher education institutions downward toward reaching the student veterans they 
serve with veteran career services. Instead of using a deficient-based approach, Blaauw-Hara’s 
strength-based approach is a policy philosophy that may improve postsecondary veteran career 
services with the intention of increasing veterans’ awareness of, access to, and satisfactory use of 
these services in order to aid their transition into civilian employment. 
Additionally, focus group participants in this study stated they wanted to have military 
veterans serve in the capacity or role of veteran career services providers for several reasons. The 
above referenced 2013 CAEL report found that as a result of certain higher educational 
institutions not having established veteran career services, the following deficiencies may be 
observed: 
At many institutions, veterans who need career and academic guidance are often referred 
to advisors who serve the entire student body. These advisors are not always prepared to 
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guide veterans through the intricacies of translating military training and experience into 
academic credit and relevant work experience. Moreover, college advisers may not have 
a thorough enough understanding of military occupations to help veterans identify related 
civilian career paths. Many veterans would also benefit from assistance prior to selecting 
an institution. While college-based advisors can be helpful to veterans in designing a 
program of study or considering career options, it is the rare on-campus advisor who is in 
a position to refer veterans to a different postsecondary institution. Veterans may 
therefore miss out on education or training options that would be a good fit for their 
learning styles, career goals, or other considerations (The Council for Adult and 
Experiential Learning [CAEL], 2013, p. 12). 
While this report provides numerous recommendations and programs (federal and otherwise) to 
help remedy these shortcomings, one of these recommendations states, “Many of the programs 
[…] could be staffed by veterans, who would be well positioned to serve as advisors and mentors 
to other veterans navigating the transition to civilian life” (CAEL, 2013, p.14). In connection to 
these customized and fundamental veteran career services, a focus group participant stated that 
she believes that having a military veteran serving as a career services provider would lead to 
more opportunities for student veterans to network with employers in order to successfully gain 
employment. This makes sense because an employer who is looking to hire veterans will most 
likely have more confidence in a veteran than a non-veteran as a recruiter in helping the firm 
attain and sustain their “veteran-friendly” employment goals. As the author, I can speak to my 
professional experience (i.e., doing employer development while a veterans’ job placement 
provider) when a firm’s vice president (VP) introduced me to one of his project directors, who 
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was a military veteran, and as evidenced by the VP, the example of appropriate work attributes 
and qualities he was looking for to add to his firm’s talent pool.  
Relatedly, Redmond, Wilcox, Campbell, Kim, Finney, Barr, and Hassan (2015) introduce 
research that speaks to U.S. military work culture and experience as it may relate to veterans’ 
transition into the civilian workplace. Specifically, the authors address military culture and 
structure, which may impose certain challenges and barriers that hinder veterans’ successful 
transition, as well as enhance the strengths learned while in the military that veterans bring to 
their civilian workplace. This article is intended to educate employers for the purpose of 
improving the understanding of the social onboarding appropriate for veterans and their families, 
or as the authors state, “The unique characteristics of the military culture should be understood 
by those who work with or plan to work with military populations” (Redmond et al., 2015, p. 9). 
The authors suggest that knowing how veterans and their families have experienced military 
service and are reintegrating back into civilian society is vital for employers to understand in a 
culturally competent manner as they support returning veterans into their work transition.  
Having a veteran in a career services role can help ease the transition and educate employers 
about student veteran career needs.  
Higher education institutions should consider the various requirements involving student 
veterans accessing customized and fundamental veteran career services and whether having a 
military veteran serving as a career services provider would lead to more opportunities (e.g., 
employer development) for student veterans to network with employers in order to successfully 
gain employment. Specifically, would having a veteran serving as a veteran career services 
provider further add to the important “skills translation” that student veterans want to access (and 
use) and that university officials recognize as important for graduating student veterans to 
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successfully become employed? In other words, having a military veteran who is trained and 
experienced as a career services provider would allow that individual to instinctively recognize 
how to translate many military work experiences (e.g., naval fleet duties or combat arms field 
duties) into civilian employer “storytelling” experiences that will add to and benefit the hiring 
firm’s productivity. I state instinctively, because as I can recall during my service as a job 
placement provider for veterans, regardless of what military branch of service or job the veteran 
who is serving as a veteran career services provider was in, this individual would be able to think 
of the totality of past military service and relationships to effectively gain perspective on the 
student veteran’s military training, positions, and experiences, no matter what the student 
veteran’s branch was, and be able to translate it onto a resume, incorporate it into a cover letter, 
and bring out related military strengths for a job interview.  Finally, as for employer 
development that a veteran may be responsible for, what better way to help employers access 
graduating student veterans for selection and hiring purposes than having a successful military 
veteran (serving as a veteran career services provider) help to recruit other veterans (e.g., 
graduating student veterans) (Redmond et al., 2015).  
A point regarding access to veteran career services, that is also related to the awareness of 
veteran career services, is that most student veterans are aware that they need to access certain 
veteran career services, such as resume development, but are not sure as to where or even when 
to access it. I would suggest institutions using Figure 1 as a pathway model during student 
veterans’ postsecondary tenure to make everyone aware of why and when to access veteran 
career services, whether they are fundamental and/or customized in nature. Thus, a policy 
implication that may need to be explored is the timing of when and for what purpose student 
veterans should access veteran career services on campus. This is important because even though 
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student veterans may plan to visit a veteran career service, they may wait until their junior or 
senior year to access services, which may be a loss of at least two years toward their 
postsecondary career development. Postsecondary veteran career services, including outreach 
and recruitment, could be targeted during the time during which student veterans should 
structurally engage with the veteran career services. For example, it may be determined that 
during freshman year a resume ought to be created or updated in order to secure an internship or 
job shadowing opportunity during the summer between freshman and sophomore years. This last 
implication further reinforces that university veteran career services need to be able to establish 
formal processes of identification and sharing of identification between themselves so that they 
can begin to survey and establish a timeline pattern of when during student veterans’ 
postsecondary tenure, what specific services need to be provided to student veterans, whether 
they desire them or not, so that all student veterans can be better prepared to secure employment 
upon graduation. Importantly, this last implication emphasizes a need to expand my proposed 
Figure 1. A military veteran’s pathway from military to higher education to employment. I would 
add a pre-enrollment step to my Figure 1 where institutions develop universal processes that 
comprehensively identify and conduct outreach prior to student veterans matriculating into 
higher education (i.e., prior to them needing to access and use veteran career services) (CAEL, 
2013).   
 Use. Finally, when considering the use of veteran career services, there should be a 
continuous determination of what types of tailored veteran career services should be offered by 
institutions, based upon the needs identified by student veterans and employers, and provide 
relevant, timely, and helpful veteran career services for student veterans to access and use. 
Additional ongoing considerations such as why student veterans need these services and from 
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whom they would receive these services (based on any veteran career services specialization) 
should also be addressed by institutional career services for this campus subpopulation.  
 Based on this study’s results, the main focus regarding use of veteran career services that 
institutions need to consider is what translation of student veterans’ military skills means, in 
concert with their academic program, for securing civilian-oriented employment. In other words, 
how can veteran career services offer and provide all of the necessary programs, skills, and tools 
to help student veterans communicate to employers a complete narrative that shares all of their 
attributes, skills, and characteristics necessary for employers to realize these graduating student 
veterans’ value and contribution toward the success of employers’ firms or organizations? 
Similar to how literature suggests that employers share a responsibility for effective social 
onboarding of military veterans into the workplace (King, 2011), I suggest that we could easily 
understand how higher education institutions also share a responsibility in playing a central role 
toward helping transitioning student veterans find meaningful employment. Therefore, 
institutions need to implement policies that address and promote various considerations of use of 
veteran career services while assisting transitioning student veterans bound for employment. 
One such policy consideration regarding the use of veteran career services, also 
mentioned at the conclusion of the awareness section, was that having formal processes of 
identification and sharing of identification of university student veterans is instrumental so that 
postsecondary veteran career services can evaluate their offered services and either customize 
them to participating student veterans or enhance them based on the feedback received. Both 
university officials verified that no existing formal processes of identification and sharing of 
identification of university student veterans occurs within the veteran career services they either 
provide or facilitate. Furthermore, one university official mentioned that since the student 
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veteran population was small (and did not warrant a full-time veterans’ liaison compared to 
another given campus sub-population), an implication exists that says there is too small of a 
number of identified student veterans to warrant sufficient outreach (awareness) to elicit 
participation (access) for student veterans on campus to satisfactorily take advantage of (use) 
provided veteran career services. Based on this study’s results, too little information currently 
exists at this institution as to an accurate count of student veterans on campus for targeted 
veteran career services to be effectively offered. 
A second such policy consideration involves inviting internal and external partners to 
play direct roles in the formulation of necessary policy implementation and practice 
recommendations for effective and relevant veteran career services offered to postsecondary 
student veterans. An example of an internal partner includes inviting student veterans to actively 
participate with the career development resources offered by their higher education institution. 
Both university officials spoke of low student veteran attendance in their past efforts to promote 
offered career development events or to determine student veterans’ career development needs. I 
can also attest to similar low student veteran participation with my own attempts to research their 
transitional career development for my recent studies. However, in order to serve the majority of 
student veterans on campus, institutions must have proactive initiatives that are implemented 
(and consistently evaluated and enhanced) for engagement and connection to this sub-population. 
These outreach initiative efforts must be done based on feedback from student veteran polling 
and surveys as to the timing of when to offer veteran career services and their self-identified 
veteran career services needs that enable them to be productive in the workplace (Nelson, et al., 
2015). Based on this study’s results, student veterans need veteran career services to provide 
assistance in translating past military work, training, and experiences, which are correlated to 
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their current academic programs. A given example indicated this translation assistance could be 
used to evaluate and transfer relevant past military work, training, and experiences into 
recognized and accredited college credits, which ultimately reduces the time, money, and effort 
for student veterans to complete degrees (Zoli, Maury, & Fay, 2015).  
An example of an external partner would include inviting employers to actively 
participate with student veterans’ career development offered by higher education institutions in 
order to recruit and hire job candidates. The main reason to establish this type of connection 
initiative is to allow employers and veteran career services to understand and work with each 
other for the purposes of enhancing employer analysis regarding the employability strengths, 
needs, and challenges that student veterans have as they transition though college to the 
workplace. Thus, employer feedback based on their analysis of new employees (e.g., graduating 
student veterans) is important for student veterans and their institutions to understand when it 
comes to designing, implementing, and evaluating offered veteran career services. 
To conclude this subsection, in terms of future practices, this study’s results suggest there 
is a significant need for postsecondary educational institutions to establish and maintain relevant 
veteran career services (e.g., centers or programs) as well as operational and organizational 
processes that are geared to provide career readiness and development to its student veterans. In 
summary, higher education is perfectly suited to consider and perform these institutional 
functions of promoting awareness of, access to, and use of centralized veteran career services for 
the entire student veteran campus population (Rumann & Hamrick, 2010).  
Employer responsibilities. Similar to the preceding subsection covering institutional 
career services policy implications and practice recommendations that should be considered to 
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improve the awareness of, access to, and use of veteran career services for postsecondary student 
veterans, employers must share certain responsibilities discussed in this subsection.  
While it is certainly understandable that postsecondary institutions should not provide 
employers with student information, an effort must be made to make employers a partner in 
helping student veterans secure employment, especially with employers who fund internal 
organizational “veteran-friendly” or “military-friendly” initiatives for the hiring and retention of 
graduating student veterans. Both university officials stated that employers valued and recruited 
student veterans on campus. A strong effort, in concert with the above institutional career 
services policy implications and practice recommendations, should be made to involve interested 
employers, as partners in improving the awareness of, access to, and use of veteran career 
services for postsecondary student veterans.  
An excellent example of employer partnership may occur when, as suggested by focus 
group participants, employers offer internships {and veteran-specific career fairs) and understand 
that military veterans and military-affiliated employees offer more of a benefit than not when it 
comes to the value and positive knowledge, skills, and attributes (KSAs) that they bring to the 
workplace. Student veterans stated that they have immediate needs when it comes to the 
employability barriers, obstacles, and challenges they face during their university tenure in 
finding part-time employment while simultaneously serving in the military. Specifically, they are 
not sure when to alert employers of their ongoing military service during the selection and hiring 
phases of military commitments. Once the employer is alerted, they mention that there may be 
resistance on the employer’s part, which makes these student veterans uncomfortable in self-
identifying as military-affiliated to potential employers. To this point, focus group participants 
suggested that having military veterans serve as veteran career services providers allows these 
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individuals to become liaisons for student veterans in advocacy to employers on behalf of the 
added value and KSAs that military-affiliated students bring to their firms.  
These participating student veterans implied that military veterans serving as veteran 
career services providers have an obvious advantage, in that these individuals (being military 
veterans themselves) organically know how to more effectively advocate on behalf of student 
veterans to employers in fully emphasizing the transfer of military KSAs within the civilian 
workplace. To support this point, Redmond et al. (2015) suggest that employers need to 
understand that military culture is representative of both individual and learned organizational 
values, traditions, understandings, knowledge, and meanings of how things should (or should 
not) exist or function within their social work environment. It is important for both employers 
and potential employees (i.e., student veterans) to be aware of how the concept of military 
culture may apply to returning veterans as they enter the civilian work environment.  
This concept could be realized and counseled while in the transitional phase of higher 
education so that employers and student veterans can learn how to effectively understand and 
better respond to student veterans’ strengths, needs, and challenges when it comes to the 
workplace. A scenario in which military culture may be better understood is when there are 
certain situations in which one is given a set of orders and told to hold and wait until further 
orders arrive, which may not ever be a civilian workplace expectation. As the author, I have 
experienced this scenario many times while I was in military service, but I have also been trained 
and given experience to use my initiative too. Usually, in either case, both the “do the mission 
and hold” and “do the mission while using your initiative” were explicit in their instructions, but 
it is valuable for postsecondary career counseling to address this now so that student veterans can 
be aware of it in civilian work settings. In other words, either one can ask one’s employer what 
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the civilian workplace expectations are or pay attention to the civilian workplace culture for 
details of how to function and be productive. Employers should work with higher education 
veteran career services and participating student veterans in understanding the potential 
differences between either workplace culture and be educated in what the respective expectations 
are for the civilian workplace in terms of social onboarding and productivity expectations. 
Student veteran agency. Finally, one must include student veteran agency when 
discussing policy implications and practice recommendations, and the overlap of the preceding 
subsections covering institutional career services policy implications and practice 
recommendations and employer responsibilities, that should be considered to improve the 
awareness of, access to, and use of veteran career services for postsecondary student veterans. 
Several considerations stand out regarding student veterans’ needs and responsibilities as they 
self-advocate for these services.  
 When asked about how adequately prepared they were in “going to college,” several 
focus group participants spoke about how they were currently finding out the extent that they 
needed to become proactive in handling all of the requirements concerning the “going to college” 
process. Many spoke of how they had relied on the military’s structure in telling them what to 
do, when to do it, and how to do it, no matter what the task was. Based on this study’s results, it 
is apparent that regardless of whether focus group participants participated in a transition 
program offered in the military (e.g., TAP) or not, they needed proactive assistance and guidance 
from higher education institutions, similar to what has been discussed in the above subsections, 
regarding their postsecondary transitional career development. 
The aforementioned pre-enrollment step intended to expand my proposed Figure 1. A 
military veteran’s pathway from military to higher education to employment, where institutions 
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develop universal processes that comprehensively identify and conduct outreach prior to student 
veterans matriculating into higher education (i.e., prior to them needing to access and use veteran 
career services) would certainly be of use for service members that are in the transition period of 
pre-separation of military service and matriculation into their postsecondary education. 
Structurally, an integrating and comprehensive initiative, similar to what Heineman (2016) 
speaks about in Figure 11. (8 keys to success provided by the U.S. Department of Education) 
item 3, which suggests the implementation of a system that ensures all veterans will receive 
academic, financial aid, and career advice prior to these veterans needing it, needs to be in place 
before military veterans become postsecondary student veterans. This initiative would precede 
the institutional strategies intended to address student veteran needs that Heineman (2016) writes 
about by providing a pre-college type of onboarding process for veterans to be better prepared to 
be successful before they arrive on campus. With this pre-enrollment step or initiative, guidance 
can be provided to higher education institutions, “veteran-friendly” employers, and most 
importantly, incoming student veterans who need to know what types of veteran career services 
exist for them to take full advantage of while pursuing their academic degree in order to 
successfully obtain employment upon graduation. For example, a pre-enrollment step added to 
Figure 1. A military veteran’s pathway from military to higher education to employment would 
allow transitioning veterans that enroll into a certain college to proactively contact in order to 
enroll in a new student veteran orientation course, which may include veteran career services, 
that may be offered at the institution. This type of awareness (i.e., outreach) and control on the 
behalf of new student veterans may enhance their ability to access and satisfactorily use veteran 
career services available to them.  
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 In terms of outreach, several focus group participants stated they knew of the center 
because it had contacted them via email before they had arrived on campus. Additionally, when 
student veterans were asked where would they go for veteran career services on campus, the ones 
who knew of the center indicated they would go there to start their inquiry. It appeared that this 
type of engagement is necessary for student veteran agency. From my observation of the several 
student veterans participating in this study’s focus group who knew of the center, they were 
upbeat and engaged in the conversation of their career development with me. They had a point of 
reference in knowing of the center, even if they had not used the center or didn’t quite know that 
it assisted them with veteran career services. These student veterans knew that the center was 
their “go-to” veteran career services location, which should be a reasonable expectation for 
student veterans to know regarding the continuation of their transitional services, regardless of 
whether or not it is included in their TAP programming or other such separation from services 
event. 
Accordingly, one aspect that institutions providing veteran career services should 
consider when offering these services, as evidenced by this specific case site, is that the center is 
funded by one of the several colleges at the university. Ultimately, this means that if the 
college’s dean decides to limit the scope of the center to servicing its students only, or for 
disabled student veterans only, then unlike the university’s career center, which services all 
campus students, the center may no longer be the “go-to” place for veteran career services for all 
student veterans on campus. One reason this is an important administrative consideration is that 
employers may prefer to collaborate long-term with veteran career services that have similar 
funding sources to the career center in that this facility will consistently be there for them to 
liaise with to employ graduating student veterans regardless of what university college they are 
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in. This same aspect may also be applicable to student veteran alumni that return to campus for 
affiliation or professional liaison reasons.  
Policy implications.  Stakeholders, such as student veterans, higher education 
institutions, and employers, need to adopt coherent and appropriate policies and practices that 
allow for effective and successful transitions for military veterans and military affiliated students 
that enter and graduate from postsecondary institutions on their way to securing civilian 
employment. Such implications necessary for stakeholders to consider and act upon involve 
ensuring: 
• A pre-enrollment step to Figure 1. A military veteran’s pathway from military to higher 
education to employment, where institutions develop universal processes that 
comprehensively identify and conduct outreach prior to student veterans matriculating 
into higher education (i.e., prior to them needing to access and use veteran career 
services) 
• Formal processes of identification and sharing of identification in order to provide 
awareness of, access to, and (satisfactory) use of veteran career services  
• A permanent “go-to” veteran career services location on campus that provides highly 
customized and fundamental services targeted for student veterans and military affiliated 
students 
• Military veterans serving as veteran career services providers, if possible 
• The development of a pathway model through to employment, that defines when, in 
terms of timing, and for what purpose to offer veteran career services during student 
veterans’ tenure 
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• All stakeholders, including students, institutions, and employers, making ongoing 
determinations of what types of relevant veteran career services (i.e., appropriate for 
translation of military work KSAs to civilian workplace) should be provided for 
successful employment of graduating student veterans 
To summarize, policies and practices need to be identified to better serve student veterans toward 
sharing data associated with designing, implementing, and evaluating veteran career services. 
However, this study’s research data indicates that, organizationally, the entire university needs to 
implement agreed upon and approved universal methods that respect privacy rules as well as the 
individual’s privacy in collecting veterans’ identity when enrolling as postsecondary students, 
and distribute it throughout the university’s relevant organizations (e.g., veterans’ centers, career 
centers, counseling centers, medical centers, student services centers, and all colleges or 
educational entities within universities). This action or policy is necessary in order to make 
certain that all student veterans, especially those new to the campus, are alerted to any and all 
veteran career services to be offered campus-wide in ensuring their optimal recruitment and 
participation. 
Suggestions for Future Research 
 Additional research is needed to attend to the individualized strengths, needs, and 
challenges of today’s large and diverse student veteran population, in terms of available veteran 
career services, that matriculate into our nation’s higher education institutions. Additionally, 
more research is necessary to understand how the university administration, faculty, and staff are 
involved or need to become involved in presenting veteran career services to student veterans on 
campus. Both of these research questions need to be considered in order to fully understand what 
is needed for veteran career services and how effective these associated resources, programs and 
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events are.  
As suggestions for future research are considered, of issue is how student veterans are 
recruited and selected to ensure larger samples to more accurately represent the larger numbers 
of postsecondary student veterans across the country. Similarly, what is the recruitment and 
selection strategy for the top-down range of university officials that should participate in a study 
involving veteran career services? While I understand the inherent difficulty involved with 
designing and implementing a solid recruitment strategy for both of these research approaches, it 
is necessary in order to conduct research that will be more representative and accurate when it 
comes to future research involving student veterans in higher education and their veteran career 
services.  
Future research that explores how military-affiliated students should be distinguished 
from student veterans when it comes to both groups accessing and using veteran career services 
may be useful. By designating this study’s four (out of the six total) focus group participants 
actively serving in the military during their university tenure, I question whether they should be 
considered distinct from the two other focus group participants who do not need the type of 
veteran-specific employer advocacy needs that were indicated in this study. One question to be 
asked is, “Are there two distinct groups (i.e., student veterans and military affiliated students) 
being lumped together in current scholarly research that studies their transition from military 
service to college to civilian employment in terms of them having different needs and 
responsibilities from institutions and employers?” 
Building from the preceding sections of implications and recommendations and future 
research from this study, I have expanded the pathway model of Figure 1. A military veteran’s 
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pathway from military to higher education to employment to include a pre-entry step intended to 
guide future research of student veteran career engagement prior to entry into higher education. 
The revised Figure 12. Student Veteran Career Services Pathway Model outlines a 
conceptual framework from which veteran career services should operate in order to engage 
higher education, employers, and student veterans as they transition from their military service 
into postsecondary education toward successful civilian employment. This revised model 
provides a comprehensive pathway approach to developing and implementing career services in 
support of student veterans. Future research can utilize Figure 12. Student Veteran Career 
Services Pathway Model to guide research in the area of support veteran career services. The 
following steps would be included in Figure 12. Student Veteran Career Services Pathway 
Model: 
a. Beginning with pre-entry through the pathway, which identifies generic versions 
(dependent upon type of higher education institution) of fundamental and customized 
veteran career services to be accessed and used with outreach occurring prior to 
separation from military service. Formal processes of identification and sharing of 
identification by institutions are developed into policies and practices in order to provide 
incoming student veterans an awareness of, access to, and (satisfactory) use of veteran 
career services. This step allows for all shareholders (e.g., matriculating service members, 
receiving postsecondary institutions, and potential employers) to have an awareness of 
what to expect concerning student veterans’ access to and use of veteran career services 
on campus during their transition from their military work experience and their civilian 
career goals. 
b. A following step involves the transition from military service into the higher education 
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setting for veterans starting their postsecondary education. At this point, veterans have 
separated from their military service and have matriculated into their postsecondary 
education as part of their transition process of obtaining their academic or vocational 
program credentials necessary to reach their career goals. It is generally at this time when 
student veterans become orientated to their campus but will have the added advantage of 
automatically knowing where to go to potentially register for veteran career services’ 
outreach for programs, events, and resources. 
c. A subsequent step involves career development issues that arise during student veterans’ 
college experiences. This step could begin at any time, such as when they realize various 
career development issues before separation of service, or when student veterans become 
aware of real or perceived barriers to their career goals and need to know how to access 
and use on-campus fundamental or customized veteran career services that provide 
relevant skills, tools, or events that improve their eventual civilian employability. An 
example that usually occurs is when student veterans realize they either want to obtain 
civilian part-time employment while in school or want to apply for an employment 
internship between their freshman/sophomore and their sophomore/junior years, they will 
need to develop a resume and be able to share relevant (military work) skills and 
experiences to the potential employer. Note: Two-year (and career and technical 
education) institutions can modify and employ this step in a manner that fits their 
curriculum or program of instruction in terms of its unique timelines. For example, if 
student veterans enroll in a two year postsecondary institution with approved transfer 
credits from their military experience, an institutional ability needs to exist where they 
will still be able to develop a resume within their first semester for an internship that may 
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take place between their first and second year breaks or their fourth/final semester. This 
same institution can provide mock interviewing assistance in between the resume 
development and application for internship that adequately captures veterans’ relevant 
military training and experiences along with the academic program content to enable 
student veterans to share this with potential employers in order to obtain work internships 
and employment. In short, the full outline of the pathway needs to be considered 
regardless of when a student veteran begins at an educational institution, number of 
credits brought in, or type of institution attended.  
d. A following step in this pathway model occurs when student veterans access and use 
comprehensive veteran career services in which all shareholders have input. A valuable 
part of this step is for student veterans to work with prior military veterans who serve as 
veteran career services providers when possible. Having this type of service provider 
plays an important role in establishing trust and motivation on behalf of student veterans, 
while enabling a “veteran-friendly” relationship with employers toward development in 
placing student veterans with them for eventual employment. Importantly, the military 
veteran serving as a veteran career services provider will have an organic, or inherent, 
ability to effectively work with student veterans and employers toward translating student 
veterans’ prior military work experience, along with their academic programs, in 
allowing employers to understand what these potential workers bring to their firms and 
organizations in terms of enhanced (hard and soft) skills and productivity. 
e. This final step involves student veterans transitioning from higher education into 
employment. It is at this point when student veterans are approaching graduation (e.g., 
their final year or semester) and are taking advantage of established veteran career 
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services that are geared for this time when student veterans can update resumes and 
practice via mock interviewing for potential employer recruiters with the assistance of 
(military veterans serving as) veteran career services providers. Additionally, this is the 
point when graduated student veterans can provide valuable feedback to institutional 
veteran career services as to what actual workplace settings demand in terms of veteran 
career services’ programs, events, and resources that matriculating student veterans will 
need to access and use to be successful in terms of reaching their employment goals. 
Institutions can track this exit data from graduated and newly employed individuals, 
which will allow them to have information to share with transitioning student veterans 
and employers in determining what and when to offer veteran career services. 
 
Figure 12. Student Veteran Career Services Pathway Model. This figure illustrates the pathway 
of a student veteran’s career development journey in higher education. 
 
 
 
 
PRE-ENTRY	Pre-entry	identiFies	fundamental	and	customized	veteran	career	services	to	be	accessed	and	used	with	outreach	occurring	prior	to	separation	from	military	service	
Before	separation,	veterans	are	given	postsecondary	veteran	oriented	career	services	counseling.	Institutions	employ	formal	processes	that	identify	and	internally	share	this	identiFication	to	provide	incoming	student	veterans	with	a	"go-to"	veteran	career	services	facility	at	their	speciFic	campus.	(a.)	
TRANSITION	Transition	from	military	service	into	higher	education	setting 		
Student	veterans	matriculate	and	become	oriented	to	higher	education	setting.	This	includes	veteran-oriented	events	and	programs	before	the	state	of	First	semester	of	enrollment.	(b.)	
BARRIERS	Career	development	issues	arise	during	student	veteran's	postsecondary	experience	
Student	veterans	become	aware	of	employability	barriers	and	seek	to	access	veteran	career	services	on	campus.	(c.)	
USE	Student	veterans	access	and	use	comprehensive	veteran	career	services	of	which	employers,	institutions	and	student	veterans	have	input	
Student	veterans	work	with	military	veterans	(i.e.,	veteran	services	providers)	to	learn	how	to	translate	military	work	experiences	to	where	employers	understand	their	value	of	skills	brought	to	the	workplace.	(d.)	
EMPLOYMENT	Student	veterans	transition	from	higher	education	into	employment	
Student	veterans	approach	graduation	(e.g.,	last	year	of	semester)	and	use	veterans	career	services.	Institutions	collect	feedback	on	veteran	career	services	in	this	step.	(e.)	
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Conclusion 
This study focused on how transitioning veterans entered higher education for the 
purpose of reaching their employment goals and become aware of, accessed, and used veteran 
career services on campus in order to overcome any career development related obstacles or 
challenges (see [b.] and [c.] in Figure 1. A military veteran’s pathway from military to higher 
education to employment). In part, this study stood to examine how the military veteran 
population, especially women and people of color, finds it more difficult than other U.S. 
employment populations to successfully transition into new employment, and accordingly, a 
successful social reintegration.  
The significance of this study spoke to how veterans’ transitional successes are important 
not only because of their prior contribution to the country but also because of their continuing 
contribution as productive civilian citizens. Additionally, this study examined how higher 
education plays an important role in student veterans’ career development and preparedness and 
that university veteran career services are a necessary function that helps student veterans to 
develop their knowledge, skills, and abilities (KSAs) to help them achieve their career goals, and 
eventually translate KSAs into better quality of life and improved overall well-being of student 
veterans.  
This study’s results showed that this institution’s student veterans wanted to access and 
use veteran career services along with having identified some type of career development or 
preparedness barriers or challenges. Additionally, this study’s results found that this institution’s 
university officials identified certain veteran career services that were found to be needed and 
useful to this special campus population and had established policies and practices in place to 
offer and provide to student veterans in need of veteran career services. Finally, the findings that 
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emerged from the study data helped me to develop and discuss relevant implications for policy 
and recommendations for practice as well as suggestions for future research. As a result, this 
study helped me move from the conceptual framework of Figure 1. A military veteran’s pathway 
from military to higher education to employment, which provided a transitional pathway model 
illustrating the potential pathway of a student veteran’s journey through higher education, to 
Figure 12. Student Veteran Career Services Pathway Model, which provides a revised and 
enhanced approach to this transitional pathway model. 
It is important for the service member to have a smooth transitional plan from military 
service to civilian employment. The implications and recommendations of this study may 
enlighten policy makers in government institutions, higher education, and business organizations 
to take the initiative to develop effective postsecondary veteran career services to facilitate the 
transition for our nation’s veterans and military affiliated students from the military to higher 
education to the civilian workplace.  
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Appendix A 
 
S.V. Participant Recruitment Letter  
Dear “Participating student veteran”, 
I hope this email finds you well and that you were able to have a relaxing summer as we begin a 
busy and hopefully productive fall semester! 
The purpose of my email is to ask you to participate in a research study titled, “Examining U.S. 
Military Veterans’ Awareness Of, Access To, and Use Of Veteran career services On A Large 
Public University Campus”. This study will examine U.S. military student veterans’ 
understanding of veterans’ specific centered career services, supports, and resources at a large 
public postsecondary campus in terms of their availability, access, and effectiveness in helping 
student veterans with their career development or career preparation. The significance of this 
study is that it may help student veterans and higher educational institutions better understand 
student veterans’ needs, strengths, and challenges as well as institutions’ roles and 
responsibilities in providing veteran career services on campus. Additionally, it should be 
recognized that creating knowledge which enlightens policy makers in government institutions, 
higher education, and business organizations as to what it takes to create incentives and 
initiatives for a veterans’ centered employment transitioning program from the military to 
civilian workforce is a desired affect of this study. 
 
I am interested in your perspective, as you the student veteran, will directly contribute toward the 
findings and results of this research study. Therefore, I respectfully request your participation in 
this potentially valuable and meaningful study. If you are willing to participate, the focus group 
interview will take approximately 60 minutes at semi-private campus facility. All participant 
information will be kept confidential and anonymous names will be used in any/all findings. In 
complying with the University of Illinois Institutional Review Board human subjects research 
requirements, I will provide informed consent documents for you to sign and keep. This 
document will provide further details regarding the process and goal of this study. 
 
Your participation would be greatly appreciated and additional information will be shared with 
you in the near future. All efforts will be made to insure that the focus group process and setting 
are comfortable, engaging, and respectful for all participants, however I want to advise you that 
you are free to withdraw from the focus group process at any time by letting me know. Please let 
me know what additional questions you may have via my email indicated in the below signature 
block.  
As I feel strongly that this topic is too important not to share, I may use data collected for this 
study in presenting its findings and results in my dissertation research as well as to future 
conferences or academic and professional journals. 
Thank you again for your consideration in participating with this study. I will follow-up soon! 
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Delmar Rhodes 
Doctoral Candidate 
College of Education, Education Policy, Organization & Leadership (EPOL)  
University of Illinois at Urbana-Champaign 
rhodes9@illinois.edu 
 
James D. Anderson, PhD 
Department of Education, Education Policy, Organization & Leadership, Chair  
and Gutsgell Professor 
College of Education 
University of Illinois at Urbana-Champaign 
janders@illinois.edu 
(217) 333-0807 
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Appendix B 
 
U.O. Participant Recruitment Letter  
Dear “Participating university official”, 
The purpose of my email is to ask you to participate in a research study titled, “Examining U.S. 
Military Veterans’ Awareness Of, Access To, and Use Of Veteran career services On A Large 
Public University Campus”. This study will examine U.S. military student veterans’ 
understanding of veterans’ specific centered career services, supports, and resources at a large 
public university campus in terms of their availability, access, and effectiveness in helping 
student veterans with their career development or career preparation. The significance of this 
study is that it may help student veterans and higher educational institutions better understand 
student veterans’ needs, strengths, and challenges as well as institutions’ roles and 
responsibilities in providing veteran career services on campus. Additionally, it should be 
recognized that creating knowledge which enlightens policy makers in government institutions, 
higher education, and business organizations as to what it takes to create incentives and 
initiatives for a veterans’ centered employment transitioning program from the military to 
civilian workforce is a desired affect of this study. 
 
I am interested in your perspective, as you, the university official, who has some knowledge of 
the way veteran career services on campus are administered, will directly contribute toward the 
findings and results of this research study. Therefore, I respectfully request your participation in 
this potentially valuable and meaningful study. If you are willing to participate, this interview 
will be approximately 60 minutes and is to be completed in person at a campus or community 
destination of your choice. All participant information will be kept confidential and pseudonyms 
will be used in any/all findings. In complying with the University of Illinois Institutional Review 
Board human subjects research requirements, I will provide informed consent documents for you 
to sign and keep. This document will provide further details regarding the process and goal of 
this study. 
 
Your participation will be greatly appreciated and additional information will be shared with you 
in the near future. All efforts will be made to insure that the interview process and setting are 
comfortable, engaging, and respectful for each participant, however I want to advise you that you 
are free to withdraw from the interview process at any time by letting me know. Please let me 
know what additional questions you may have via my email indicated in the below signature 
block. 
As I feel strongly that this topic is too important not to share, I may use data collected for this 
study in presenting its findings and results in my dissertation research as well as to future 
conferences or academic and professional journals. 
Thank you again for your consideration in participating with this study. I will follow-up soon! 
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Delmar Rhodes 
Doctoral Candidate 
Department of Education, Education Policy, Organization & Leadership  
College of Education 
University of Illinois at Urbana-Champaign 
rhodes9@illinois.edu 
 
James D. Anderson, PhD 
Department of Education, Education Policy, Organization & Leadership, Chair  
and Gutsgell Professor 
College of Education 
University of Illinois at Urbana-Champaign 
janders@illinois.edu 
(217) 333-0807 
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Appendix C 
 
Informed Consent for Student Veteran Interview 
 
Dear Participant: 
 
You are invited to participate in a study on understanding how student veterans at a large public 
university use veteran career services on campus in reaching their career goals while they are in 
higher education. If you agree to participate in this research, you will be contacted to schedule an 
interview. This focus group interview will last approximately 60 minutes where a series of 
questions will be asked on the above topic and you will be invited to comment. To help me 
collect this study’s data, I will use an observation protocol in which notes are generated to help 
me understand who said what, to include the context, as well as a short survey, which will be 
given at the end of the focus group session. With your permission, this focus group session will 
be audio taped and notes will be taken to accurately recall what you say. After the focus group 
session is completed, a written transcript of our conversation will be produced. All recordings 
and transcribed material will be kept in a secure location and erased once data analyses have 
been completed. All data will be stored in a locked desk at an office location off campus. 
Transcriptions will be kept in a secure and password locked computer to ensure confidentiality.  
The investigator and co-investigator will be the only individuals who will have access to the 
data. All of the study’s participants will be issued a pseudonym to shield and protect their 
identity as their real name and specific identifying information is not necessary for the purposes 
of this study. All participant names will be changed to pseudonyms when the audio recordings 
are transcribed.  
 
Data from this study will be used for the purpose of a doctorial dissertation and may be presented 
at professional conferences and submitted for publications. If you are interested in more 
information about the conclusions of this study, please contact the principal investigator 
separately at the email address provided below and information regarding this study’s findings 
will be provided to you. 
 
Will my study-related information be kept confidential? 
Yes, but not always. In general, we will not tell anyone any information about you. When this 
research is discussed or published, no one will know that you were in the study.  However, laws 
and university rules might require us to disclose information about you.  For example, if required 
by laws or University Policy, study information which identifies you and the consent form 
signed by you may be seen or copied by the following people or groups:   
• The university committee and office that reviews and approves research studies, the 
Institutional Review Board (IRB) and Office for Protection of Research Subjects; 
• University and state auditors, and Departments of the university responsible for oversight 
of research 
 
There should be no risk to you in participating in this focus group session. However, should 
some questions cause you discomfort, you have the right to stop at any time and seek assistance 
by contacting the University of Illinois Institutional Review Board at 217-333-2670 or via email 
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at irb@illinois.edu. Your participation in this study is completely voluntary and you may 
withdraw participation at any point, to include after concluding the interview without penalty. 
Additionally, if you choose your completed audio taped interview will destroyed.  
 
Your participation in this study will hopefully help us gain a better understanding of your 
experience as a student veteran as well as help to inform future institutional practices concerning 
career development and career counseling on university and college settings as it relates to 
student veterans. If you have any questions regarding this research, please feel free to contact the 
research co-investigator, Delmar Rhodes, at 217-333-0807 or via email at rhodes9@illinois.edu. 
You may also contact the responsible project investigator, Dr. James Anderson, at 217-333-7404 
or janders@illinois.edu, if you feel you have been injured or harmed by this research. This 
research protocol and informed consent document has been reviewed and approved by the 
University of Illinois Institutional Review Board. If you have any questions about your rights as 
a participant in this study or have any concerns or complaints, please contact the University of 
Illinois Institutional Review Board at 217-333-2670 or via email at irb@illinois.edu. 
 
------------------------------------------------------------------------------------------------------------ 
 
By signing this form I confirm that I am 18 years of age or older and that I have read and 
understood the above consent form and voluntarily agree to participate in this study.  I also 
confirm that I have received a copy of this consent for my personal records. 
 
___________________________________           _____________________ 
              Participant Signature                Date 
 
 
___________________________________           _____________________ 
              Researcher’s Signature                Date 
 
 
_____ I agree to be audio recorded as a participant in this research for the transcription purposes. 
 
Anonymity: 
 
I understand that a pseudonym be assigned to all data or information that references me in this 
study. 
 
Signature:  __________________________________ 
 
Thank you for your assistance in this matter! It is greatly appreciated and valued! 
 
Delmar Rhodes 
Doctoral Candidate 
College of Education, Education Policy, Organization & Leadership (EPOL)  
University of Illinois at Urbana-Champaign 
rhodes9@illinois.edu 
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Appendix D 
 
Informed Consent for University Official Interview 
 
Dear Participant: 
 
You are invited to participate in a study on understanding how student veterans at a large public 
university use veteran career services on campus in reaching their career goals while they are in 
higher education. If you agree to participate in this research, you will be contacted to schedule an 
interview. An individual face-to-face interview with you will last approximately 60 minutes 
where a series of questions will be asked on the above topic and you will be invited to comment. 
With your permission, this interview will be audio taped and notes will be taken to accurately 
recall what you say. After the interview is completed, a written transcript of our conversation 
will be produced. All recordings and transcribed material will be kept in a secure location and 
erased once data analyses have been completed. All data will be stored in a locked desk at an 
office location off campus. Transcriptions will be kept in a secure and password locked computer 
to ensure confidentiality.  The investigator and co-investigator will be the only individuals who 
will have access to the data. All of the study’s participants will be issued a pseudonym to shield 
and protect their identity as their real name and specific identifying information is not necessary 
for the purposes of this study. All participant names will be changed to pseudonyms when the 
audio recordings are transcribed.  
 
You may be contacted a second time for two reasons. The first reason will involve you reviewing 
the transcript to ensure the transcribed data is accurate according to your point-of-view and a 
second reason may be due to the necessity to follow up on and collect additional data, if 
necessary, to establish a full and rich description of the above-mentioned topic.  
 
Data from this study will be used for the purpose of a doctorial dissertation and may be presented 
at professional conferences and submitted for publications. If you are interested in more 
information about the conclusions of this study, please contact the principal investigator 
separately at the email address provided below and information regarding this study’s findings 
will be provided to you. 
 
Will my study-related information be kept confidential? 
Yes, but not always. In general, we will not tell anyone any information about you. When this 
research is discussed or published, no one will know that you were in the study.  However, laws 
and university rules might require us to disclose information about you.  For example, if required 
by laws or University Policy, study information which identifies you and the consent form 
signed by you may be seen or copied by the following people or groups:   
• The university committee and office that reviews and approves research studies, the 
Institutional Review Board (IRB) and Office for Protection of Research Subjects; 
• University and state auditors, and Departments of the university responsible for oversight 
of research 
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There should be no risk to you in participating in this interview. However, should some 
questions cause you discomfort, you have the right to stop at any time and seek assistance by 
contacting the University of Illinois Institutional Review Board at 217-333-2670 or via email at 
irb@illinois.edu. Your participation in this study is completely voluntary and you may withdraw 
participation at any point, to include after concluding the interview without penalty. 
Additionally, if you choose your completed audio taped interview will destroyed.  
 
Your participation in this study will hopefully help us gain a better understanding of your 
experience as a student veteran as well as help to inform future institutional practices concerning 
career development and career counseling on university and college settings as it relates to 
student veterans. If you have any questions regarding this research, please feel free to contact the 
research co-investigator, Delmar Rhodes, at 217-333-0807 or via email at rhodes9@illinois.edu. 
You may also contact the responsible project investigator, Dr. James Anderson, at 217-333-7404 
or janders@illinois.edu, if you feel you have been injured or harmed by this research. This 
research protocol and informed consent document has been reviewed and approved by the 
University of Illinois Institutional Review Board. If you have any questions about your rights as 
a participant in this study or have any concerns or complaints, please contact the University of 
Illinois Institutional Review Board at 217-333-2670 or via email at irb@illinois.edu. 
 
------------------------------------------------------------------------------------------------------------ 
 
By signing this form I confirm that I am 18 years of age or older and that I have read and 
understood the above consent form and voluntarily agree to participate in this study.  I also 
confirm that I have received a copy of this consent for my personal records. 
 
___________________________________           _____________________ 
              Participant Signature                Date 
 
 
___________________________________           _____________________ 
              Researcher’s Signature                Date 
 
 
_____ I agree to be audio recorded as a participant in this research for the transcription purposes. 
 
Anonymity: 
 
I understand that a pseudonym be assigned to all data or information that references me in this 
study. 
 
Signature:  __________________________________ 
 
Thank you for your assistance in this matter! It is greatly appreciated and valued! 
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Delmar Rhodes 
Doctoral Candidate 
College of Education, Education Policy, Organization & Leadership (EPOL)  
University of Illinois at Urbana-Champaign 
rhodes9@illinois.edu 
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Appendix E 
Focus Group #1 Interview Protocol 
 
Focus Group #1 Interview Guide 
(Large, public university student veterans) 
Welcome 
Review purpose 
Obtain informed consent (provide form) 
Ask permission to tape and record 
 
Focus Group Questions 
 
Background (or set-up) question 
 
Why did you decide to attend this university? 
Possible probes: 
1) How did you learn of or understand the “going to college process”? 
2) Did you decide or intend to attend college as a result of legacy graduates in your 
family? 
3) Did your decision making process in attending this university involve your career 
goals? 
(1) If so, in what way? 
 
Main inquiry questions 
The central research question is: 
 
“How do student veterans at a large public university become aware of and use available 
veteran career services or career preparation resources in helping them to meet their career 
goals?” 
 
First research sub-question: 
1. “What veteran career services on campus are student veterans aware of?” or “Are 
there any veteran career services on campus?” 
 
a) By veteran career services, what I mean is do you know of any university services or 
programs that are offered to help you as a student veteran enhance or improve your 
future employability into the civilian workplace? 
b) If you received a university orientation, whether by pamphlet or in person, were you 
made aware of any such career services or supports, to include counseling, upon your 
enrollment?  
c) Did the university offer you any outreach type of career development or career 
counseling programs or services to you as an incoming military veteran during your 
enrollment as a student? 
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Possible probe: 
(1) If so, what are the different veteran career services offered to student veterans on 
campus that you know of?  
a. Can you name any veteran career services, programs, or centers here on 
campus? 
d)  If you’ve heard about veteran career services, have you used them?  
Possible probes: 
(1) How did you hear about any campus offered veteran career services? 
(2) Do you plan to use veteran career services during your time here on campus? 
(3) Do you know of any other student veterans who have used veteran career 
services during their time on campus? 
 
Second research sub-question: 
 
2. “In what ways do student veterans access veteran career services on campus?” 
 
a) How do you access veteran career services on campus to receive career counseling in 
helping you reach your employment goals, i.e., resume development or interviewing 
assistance? 
Possible probe: 
1) Who do you go to or would you go to, while a university student veteran, to 
receive help with your career development or career preparation needs? 
b) If you know, how did you learn how to access veteran career services on campus to 
receive career counseling in helping you reach your employment goals, i.e., resume 
development or interviewing assistance?  
Possible probes: 
(1) How did you become aware of any available veterans’ specific career counseling 
services on campus? 
(2) When did you become aware of any available veterans’ specific career counseling 
services on campus? 
c) If you have, how soon after you came to campus did you learn how to access veteran 
career services to receive career counseling? 
Possible probes: 
(1) Are there student veteran organizations that promote veteran career services 
(similar to career counseling)? 
(2) Do you know) of the university sponsored Student Veteran Career Development 
Transitional Program (a pseudonym) workshop? How did you learn about it? 
 
Third research sub-question: 
 
3. “What are the job-related barriers, challenges or obstacles that student veterans face in 
which veteran career services can help with?” 
 
a) Have you faced (or do you face) any barriers or obstacles related to career 
development or career counseling that you think the university could help you 
navigate or resolve? 
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Possible probes: 
1) Is there anything related to securing future employment that you believe the 
university can help you better understand, such as, mock interviewing or 
translating military jargon into civilian resume language? 
2) As far as barriers or obstacles that you feel may impede your transition from 
military work experience to civilian employment, have you identified any career 
development assistance that the university can offer you or other student veterans 
like you? 
b) What barriers or obstacles related to career development or career preparation have 
you encountered or feel you may encounter while a student veteran on campus? 
Possible probe: 
1) Can you list or share your experience with a (perceived) barrier or hindrance 
related to your career development or career preparedness as a student veteran? 
2) How did you or will you navigate or resolve these barriers or obstacles? 
Possible probes: 
(i) How did you resolve this job-related barrier or obstacle while a student 
veteran on campus? 
(ii) Did you involve any of the veteran career services available here on 
campus to help you negotiate or resolve the barriers encountered? 
c) Have you identified any significant educational or career development challenges that 
the university can help with by offering certain veteran career services or resources to 
the student veteran? 
Possible probes: 
1) If so, what are these challenges or obstacles? 
2) If so, what are the university veteran career services that you think may help you 
meet these challenges or obstacles? 
3) What makes these challenges or obstacles for the student veteran significant? 
 
Fourth research sub-question: 
 
4. “Are the available veteran career services on campus helpful to student veterans?”  
 
a) If you have used veteran career services that are offered on campus, in what way have 
they been helpful to you as a student veteran? 
Possible probe: 
(1) What has been your experience in using veteran career services that are offered on 
campus? 
a. Good? Can you explain? 
b. Bad? Can you explain? 
 
Is there anything I didn’t ask you about that you think is worth mentioning? 
 
General elaboration prompts to use throughout interview when appropriate: 
Is this something everyone agrees is needed or does someone have something different to say or add to 
our discussion (this topic)? 
Can you tell me more about…? 
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So that I understand you correctly, can I summarize what you just said? 
Can you say some more about that? 
That’s helpful. I’d appreciate a bit more detail. 
I’m beginning to get the picture. 
 
Closing/Thank you! 
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Appendix F 
Student Veteran Focus Group #1 Survey  
 
Inquiry questions                   Select One:  
 
Directions: Please read each question and select one of the following 
options for your response. 
Yes No 
Are you aware of any veteran career services offered on campus?    
Have you ever used veteran career services during your tenure here on 
campus? 
  
Do you plan to use veteran career services during your time here on 
campus? 
  
Do you know of any other student veterans who have used veteran career 
services during their time on campus? 
  
 
Directions: Please read the question below and then select from any of the 
following options for your response. If Other, please write in your response. 
Yes No 
What job barriers, challenges, or obstacles do you face which campus-
sponsored veteran career services can offer help? 
  
Translation of military experience   
Resume development   
Interviewing   
Job searching   
New student veteran orientation course that includes veteran career 
services material content. 
  
Other (please write response(s) here): 
 
 
  
 
 
Demographic information       Frequency  
 
Branch of service:                  Select One: 
Army                ☐   
Navy                ☐ 
Marine Corp.               ☐ 
Air Force               ☐ 
Coast Guard                ☐ 
Reserve or National Guard Component of any branch         ☐ 
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Years of military service          Select One: 
 0-4                ☐ 
5-10                ☐ 
11-16                ☐	
17-20                ☐ 
20+                ☐ 
 
Home or claimed residence in U.S. geographical location Select One: 
South                ☐ 
Northeast               ☐ 
Midwest               ☐ 
West                ☐ 
East                ☐ 
Other U.S. Locations, i.e., Hawaii, Alaska,  
Puerto Rico, or Islands                    ☐ 
 
Gender        Select One: 
 Male                ☐ 
Female               ☐ 
Other                ☐ 
 
Age         Select One: 
 17-19                ☐ 
20-25                ☐ 
26-30                ☐ 
31-35                ☐ 
36-40                ☐ 
41-44                ☐ 
45-50                ☐ 
51-55                ☐ 
 
Race                                               Select all that apply: 
White                ☐            
 Black                           ☐ 
Hispanic/Latino              ☐ 
Asian/Pacific Islander 	 	 	 	 	 				☐ 
Native American/Alaskan Native            ☐ 
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Marital status       Select One: 
 Single                ☐ 
Married               ☐ 
Divorced               ☐ 
Widowed               ☐ 
 
Children        Select One: 
 Yes                ☐ 
No                ☐ 
 
Year at [large public university]     Select One: 
 Freshman               ☐  
 Sophomore               ☐ 
Junior                ☐ 
Senior                ☐ 
Graduate Student              ☐ 
Certificate seeking              ☐ 
 
 
Using GI bill or similar educational benefits   Select One: 
 Yes                           ☐ 
No                ☐ 
 
If no, move to [Name of large public university] programs of study by College question. 
If yes, choose from following list that you are using: 
 
Federal benefits:            Select all that apply: 
Post-9/11 GI Bill              ☐ 
The Yellow Ribbon G.I. Bill Education Enhancement Program   ☐ 
VetSuccess on Campus             ☐ 
Montgomery GI Bill              ☐ 
U.S. Department of Veterans Affairs Work Study Program         ☐ 
Veterans’ Educational Assistance Program or (VEAP)         ☐ 
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[State based] Department of Veterans Affairs benefits:  Select all that apply: 
 [State based] Veterans Grant or (IVG)    ☐ 
 [State based] National Guard Grant     ☐ 
Making Military Training Count                ☐ 
(Get academic credit for military training)           
[State based] Troops to Teachers     ☐ 
VA Work Study Opportunities—IDVA                ☐ 
 
[Name of large public university] programs of study by College  Select One: 
College of Agricultural, Consumer and Environmental Sciences    
 or (ACES)                                                        ☐ 
College of Applied Health Sciences or (AHS)          ☐ 
College of Business or (BUS)            ☐ 
College of Education or (EDU)            ☐ 
College of Engineering or (ENG)            ☐ 
College of Fine and Applied Arts or (FAA)           ☐ 
College of Liberal Arts and Sciences or (LAS)          ☐ 
College of Media or (MDIA)             ☐ 
School of Social Work or (SOCW)                       ☐ 
 
Career interest (from O*NET Online)    Select One: 
Agriculture, Food and Natural Resources           ☐   
Architecture and Construction            ☐ 
Arts, Audio/Video Technology and Communications         ☐ 
Business, Management and Administration           ☐ 
Education and Training             ☐ 
Finance               ☐ 
Government and Public Administration           ☐ 
Health Science              ☐ 
Hospitality and Tourism             ☐ 
Human Services              ☐ 
Information Technology             ☐ 
Law, Public Safety, Corrections and Security          ☐ 
Manufacturing              ☐ 
Marketing, Sales and Service             ☐ 
Science, Technology, Engineering, and Mathematics         ☐ 
Transportation, Distribution and Logistics           ☐ 
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Directions: Please read each question and select one of the following 
options for your response. 
Yes No 
Do you have more to say in order to contribute toward this research 
topic? 
 
  
Would you be willing to participate in a 2nd focus group session? 
If so, please write your name and email in the space below: 
Name: ____________________________________________ 
 
Email address: ______________________________________ 
 
  
Do you know any other student veterans like you who may want to 
participate in a 2nd student veteran career services focus group session?  
If so, please invite him/her/them to participate and have them contact me 
please! 
  
 
 
Thank you for your participation today! 
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Appendix G 
University Official (Head of Career Services) Interview Protocol 
 
Welcome 
Review purpose 
Obtain informed consent (provide form) 
Ask permission to tape and record 
 
Interview Questions 
 
Main inquiry questions 
 
1. What does the university career center offer to student veterans in terms of veteran career 
services9 that is different from career services offered to the traditional student body? 
 
2. What are the needs of student veterans in relation to career services*? 
 
3. In what ways is the university career center making connections with student veterans? 
a. How do you advertise or promote (e.g., social media apps, brochures, targeted emails, 
info meetings) what’s available regarding any veteran career services to student 
veterans, both incoming or new and current? 
b. How often or when do you market any veteran career services to student veterans? 
 
4. In what ways are the university’s college-based career centers making connections with 
student veterans? 
 
5. How does the university stay informed of student veteran career services needs? 
 
6. What, if any, are your partnerships with other university or external agencies (i.e., local 
student veteran campus RSO/SVA, any veterans’ affiliated organizations both on campus 
and off campus, and/or veteran friendly employers) that may promote your career center 
in offering effective veteran career services to student veterans? 
 
                                                
9 The construct of veteran career services refers to enhancing military veterans’ employability as well as 
improving the capacity of veteran-friendly employers to hire these veterans. The key concept here is to capitalize on 
the workplace learning that this candidate can transfer from their military job, training, and experience to their 
future civilian occupational environment and experience. For example, simply listing their military work experience 
on a resume without knowing how to speak about it during a job talk in terms of what knowledge, skills and abilities 
(KSAs) they, more so than a non-military veteran applicant, can bring to the interviewing agency is critical for the 
military candidate to do in order to be hired over the candidate without military experience. Additionally, veteran 
career services should not only consist of services that help student veterans become employed but also those 
services that enhance their future career progression and mobility. The setting for veteran career services, in this 
case, is higher or postsecondary education. 
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7. What types of veteran specific career services are postsecondary student veterans seeking 
from your center? ---or---What do student veterans require regarding veterans specific 
career services in higher education from your center? 
 
8. Can you give me an example of veteran career services and/or an example of a process 
that your center offers to its student veterans which is specific to them? 
 
9. Are there aspects of veteran career services that student veterans require that your career 
center is unable to provide? 
a. If so, how do you know? 
b. If so, what are these veteran career services? 
 
10. Do you track and compile postsecondary student veteran data from those that use your 
center services? 
a. If so, what does your center do with this data in terms of service enhancement? 
b. If so, does your center do anything else in terms of veterans’ specific services 
enhancement? 
 
11. Do all members of your center’s staff provide career-oriented services student veterans 
who are clients or are there designated staff members who perform this service? 
 
12. Are you aware or do you recognize the (potential) desire of student veterans to interact 
with a military veteran who is serving in the role of designing and implementing veteran 
career services? 
 
13. Are there unique or customized training, seminars, or conferences that your center’s staff, 
whom are tasked to provide career services to student veterans, attend to learn veterans 
specific career development methods or employment-based techniques? 
 
14. Generally, what do student veterans who come to your center for civilian-oriented career 
services need, lack, or have strengths in regarding work-related skills, experiences, and 
behaviors?  
 
15. Are civilian employers recruiting graduating student veterans through the use of your 
career services center? 
 
16. Are you finding that civilian employers require anything different, or more, in terms of 
work-related skillsets, experiences, or behaviors, from veterans with a postsecondary 
degree than from their civilian counterparts? 
 
17. As my research involves student veterans’ awareness of, access to, and use of veteran 
career services, what are your comments regarding student veterans’ strengths, needs, and 
challenges when it comes to how higher education can help to enhance their 
employability? 
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18. Is there anything that I didn’t mention or ask you about that you think is worth 
mentioning? 
 
Main inquiry questions (asked later) 
 
19. Is there value of having a military veteran serve in the role of the university’s veterans’ 
career services provider compared to having a non-prior military service provider?  
a. If so, in what ways? 
b. If not, why not? 
 
20. Does the Career Center offer any ongoing outreach and/or a check-up type of outreach 
after providing any type of veterans’ career services to student veterans? 
 
Background questions 
 
1. What type of education, formal training, past work experience, military experience, or 
other similar credential qualifies you to provide veteran career services to your 
postsecondary student veterans? 
 
2. How long have you worked in your capacity as a university official, who is responsible 
for providing or coordinating veteran career services? 
 
3. What do you see as your role related to veteran career services? 
 
4. Are there required training workshops or seminars involving veteran career services that 
you on a personal level are interested in and participate in? 
o If so, what are these training workshops or seminars called? 
o If so, how frequent is this training done? 
 
General elaboration prompts to use throughout interview when appropriate: 
• Can you tell me more about…? 
• So that I understand you correctly, can I summarize what you just said? 
• Can you say some more about that? 
• That’s helpful. I’d appreciate a bit more detail. 
• I’m beginning to get the picture. 
 
Closing/Thank you! 
*What are the needs of student veterans in relation to career services? I ask this because while 
the majority of questions assume they have different needs or specific requirements, a reason 
they may not be offered or centralized is because they are viewed like every other student and 
not in need of something specific – asking about what are the perceived needs would get to 
underlying assumptions. 
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Appendix H 
University Official (Coordinator of Veteran Services) Interview Protocol 
 
Welcome 
Review purpose 
Obtain informed consent (provide form) 
Ask permission to tape and record 
 
Interview Questions 
 
Main inquiry questions 
 
1. What is the role of veteran services toward providing veteran career services10 for its 
university students? 
 
2. In terms of providing awareness of, access to, and use of veteran career services on this 
campus, what is veteran services’ protocol in terms of providing these services in a day-
to-day sense?  
a. What happens when student veterans visit your office to inquire about veteran 
career services? 
b. What veteran career services guidance or information do you provide these 
student veterans? 
 
3. How does veteran services work together with the career center, which are both units 
under the [a pseudonym: the Dean of Students’ Office], in coordinating and offering 
veteran career services? 
 
4. What does the university career center offer to student veterans in terms of veteran career 
services that is different from career services offered to the traditional student body? 
 
5. What, if any, are your partnerships with other university or external agencies (i.e., local 
student veteran campus RSO/SVA, any veterans’ affiliated organizations both on campus 
and off campus, and/or veteran friendly employers) that may promote veteran services in 
offering effective veteran specific career services to student veterans? 
 
                                                
10 The construct of veteran career services refers to enhancing military veterans’ employability as well as 
improving the capacity of veteran-friendly employers to hire these veterans. The key concept here is to capitalize on 
the workplace learning that this candidate can transfer from their military job, training, and experience to their 
future civilian occupational environment and experience. For example, simply listing their military work experience 
on a resume without knowing how to speak about it during a job talk in terms of what knowledge, skills and abilities 
(KSAs) they, more so than a non-military veteran applicant, can bring to the interviewing agency is critical for the 
military candidate to do in order to be hired over the candidate without military experience. Additionally, veteran 
career services should not only consist of services that help student veterans become employed but also those 
services that enhance their future career progression and mobility. The setting for veteran career services, in this 
case, is higher or postsecondary education. 
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6. Does this university veteran services office liaison with other university veteran services 
offices or university career centers in order to identify and understand their approaches 
and practices in offering veteran career services to their student veterans? 
 
7. In what ways is the university, whether veteran services, the career center, or another 
unit, making connections with student veterans? 
a. How do you advertise or promote (e.g., social media apps, brochures, targeted 
emails, info meetings) what’s available or any veteran career services to student 
veterans, both incoming or new and current? 
b. How often or when do you market any veteran career services to student 
veterans? 
 
8. In what ways are the university’s college-based career centers making connections with 
student veterans? 
 
9. How does the university (or veteran services) stay informed of student veteran career 
services needs? 
a. Does veteran services poll or survey its student veterans regarding veteran career 
services needs, barriers, or challenges they need assistance with? 
b. Does veteran services follow-up or solicit feedback concerning satisfaction of any 
university offered veteran career services? 
c. How specifically does veteran services provide veteran career services liaison or 
coordinating assistance to its student veterans? 
 
10. What types of veteran specific career services are postsecondary student veterans seeking 
from the university (e.g., veteran services, the career center, or another unit)? ---or---
What do student veterans require regarding veterans specific career services in higher 
education from the university (e.g., veteran services, the career center, or another unit)? 
[This would get at the assumption question, what are student veteran’s needs?] 
 
11. Do you track and compile postsecondary student veteran data from those that use 
university services regarding veteran career services? 
a. If so, what does your center do with this data in terms of service enhancement? 
b. If so, does your center do anything else in terms of veterans’ specific services 
enhancement? 
 
12. Are there aspects of veteran career services that these student veterans require that the 
university is unable to provide? 
a. If so, how do you know? 
b. If so, what are these veteran career services? 
 
13. Do all members of this particular university’s staff provide career-oriented services 
student veterans who are clients or are there designated staff members who perform this 
service? 
 
   157 
14. Are there unique or customized training, seminars, or conferences that this particular 
university’s staff, whom are tasked to provide career services to student veterans, attend 
to learn veterans specific career development methods or employment-based techniques? 
 
15. Generally, what do student veterans, who come to the university (e.g., veteran services, 
the career center, or another unit) for civilian-oriented career services, need, lack, or have 
strengths in regarding work-related skills, experiences, and behaviors?  
 
16. Are you finding that civilian employers require anything different, or more, in terms of 
work-related skillsets, experiences, or behaviors, from veterans with a postsecondary 
degree than from their civilian counterparts? 
 
17. As my research involves student veterans’ awareness of, access to, and use of veteran 
career services, what are your comments regarding student veterans’ strengths, needs, and 
challenges when it comes to how higher education can help to enhance their 
employability? 
 
18. Are civilian employers recruiting graduating student veterans through the use of the 
university, whether veteran services, the career center, or another unit? 
 
19. Is there anything that I didn’t mention or ask you about that you think is worth 
mentioning? 
 
20. Is there value of having a military veteran serve in the role of the university’s veterans’ 
career services provider?  
a. If so, in what ways? 
b. If not, why not? 
 
21. Does veteran services offer any ongoing outreach and/or a check-up type of outreach 
after providing any type of veterans’ career services to student veterans? 
 
Background questions 
 
1. What type of education, formal training, past work experience, military	experience,	or 
other similar credential qualifies you to provide veteran career services to your 
postsecondary student veterans? 
 
2. How long have you worked in your capacity as a university official, who is responsible 
for providing or coordinating veteran career services? 
 
3. What do you see as your role related to veteran career services? 
 
4. Are there required training workshops or seminars involving veteran career services that 
you on a personal level are interested in and participate in? 
a. If so, what are these training workshops or seminars called? 
b. If so, how frequent is this training done? 
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General elaboration prompts to use throughout interview when appropriate: 
• Can you tell me more about…? 
• So that I understand you correctly, can I summarize what you just said? 
• Can you say some more about that? 
• That’s helpful. I’d appreciate a bit more detail. 
• I’m beginning to get the picture. 
 
Closing/Thank you! 
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Appendix I 
Focus Group #2 Interview Protocol 
 
 
Focus Group #2 Interview Guide 
(University student veterans) 
Welcome 
Review purpose 
Obtain informed consent (provide form) 
Ask permission to tape and record 
 
Focus Group Questions 
 
Background (or set-up) question 
 
Why did you decide to attend this particular university? 
Possible probes: 
a. How did you learn of or understand the “going to college process”? 
b. Did you decide or intend to attend college as a result of legacy graduates in your 
family? 
c. Did your decision making process in attending the university involve your career 
goals? 
(1) If so, in what way? 
(2) If not, why not? 
d. If applicable, did your decision making process in attending this university 
involve academics and institutional prestige and/or the veterans’ services (to 
include career services) being offered here? 
(1) If so, for what reasons? 
e. Do you feel adequately prepared (mentally, physically, transition-wise, 
comfortable in new role as college student, etc.) in attending this university? 
(1) If so, in what way? 
(2) If not, why not? 
 
Main inquiry questions 
The central research question is: 
 
“How do student veterans at a large public university become aware of and use available 
veteran career services or career preparation resources in helping them to meet their career 
goals?” 
 
First research sub-question: 
1. “What veteran career services on campus are student veterans aware of?” or “Are there 
any veteran career services on campus?” 
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a) By veteran career services, what I mean is do you know of any university services or 
programs that are offered to help you as a student veteran enhance or improve your 
future employability into the civilian workplace? 
b) If you received a university orientation, whether by pamphlet or in person, were you 
made aware of any such career services or supports, to include counseling, upon your 
enrollment?  
c) Did the university offer you any outreach type of career development or career 
counseling programs or services to you as an incoming military veteran during your 
enrollment as a student? 
Possible probe: 
(1) If so, what are the different veteran career services offered to student veterans on 
campus that you know of?  
a. Can you name any veteran career services, programs, or centers here on 
campus? 
d)  If you’ve heard about veteran career services, have you used them?  
Possible probes: 
(1) How did you hear about any campus offered veteran career services? 
(2) Do you plan to use veteran career services during your time here on campus? 
(3) For those of you who’ve participated in the first focus group session or otherwise, 
have you sought out veterans’ career services before or during this semester? 
(4) Is there a good time during the academic year or summer, which would be best for 
you to connect with any veterans’ career services that the university offers? 
(5) Where would you do to find information veterans’ career services on this campus 
(sort of where do you think it would be located and where would you look for it 
regarding veteran specific career services)? 
(6) Do you know of any other student veterans who have used veteran career services 
during their time on campus? 
 
Second research sub-question: 
 
2. “In	what	ways	do	student	veterans	access	veteran	career	services	on	campus?”	
 
a) How do you access veteran career services on campus to receive career counseling in 
helping you reach your employment goals, i.e., resume development or interviewing 
assistance? 
Possible probe: 
(1) Who do you go to or would you go to, while a university student veteran, to 
receive help with your career development or career preparation needs? 
b) What would you need in order to access services? If you aren't aware, or you haven't 
access veterans’ career services- what would make you access these services? Is it a 
matter of timing of offerings, advertising, or what? 
c) If you know, how did you learn how to access veteran career services on campus to 
receive career counseling in helping you reach your employment goals, i.e., resume 
development or interviewing assistance?  
Possible probes: 
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(1) How did you become aware of any available veterans’ specific career counseling 
services on campus? 
(2) When did you become aware of any available veterans’ specific career counseling 
services on campus? 
d) If you have, how soon after you came to campus did you learn how to access veteran 
career services to receive career counseling? 
Possible probes: 
(1) Are there student veteran organizations that promote veteran career services 
(similar to career counseling)? 
(2) Do you know of the university sponsored Student Veteran Career Development 
Transitional Program (a pseudonym) workshop? How did you learn about it? 
e) Is a military veteran career services provider (compared to a non prior military 
service career services provider) necessary for you, the student veteran, to feel 
comfortable concerning your awareness of, access to, and use of veterans' career 
services or not? (Basically does the career services provider being a military veteran 
matters or not to you as student veterans?) 
(1) If so, why?  
(2) If not, why not?  
f) Would going to only one university center, instead of several decentralized campus 
units, be better for you regarding your awareness of, access to, and use of veterans' 
career services? 
(1) If so, why?  
(2) If not, why not?  
 
Third research sub-question: 
 
3. “What	are	the	job-related	barriers,	challenges	or	obstacles	that	student	veterans	
face	in	which	veteran	career	services	can	help	with?”	
 
a) Have you faced (or do you face) any barriers or obstacles related to career 
development or career counseling that you think the university could help you 
navigate or resolve? 
Possible probes: 
(1) Is there anything related to securing future employment that you believe the 
university can help you better understand, such as, mock interviewing or 
translating military jargon into civilian resume language? 
(2) As far as barriers or obstacles that you feel may impede your transition from 
military work experience to civilian employment, have you identified any career 
development assistance that the university can offer you or other student veterans 
like you? 
b) What barriers or obstacles related to career development or career preparation have 
you encountered or feel you may encounter while a student veteran on campus? 
Possible probe: 
(1) Can you list or share your experience with a (perceived) barrier or hindrance 
related to your career development or career preparedness as a student veteran? 
(2) How did you or will you navigate or resolve these barriers or obstacles? 
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Possible probes: 
a. How did you resolve this job-related barrier or obstacle while a student 
veteran on campus? 
b. Did you involve any of the veteran career services available here on campus 
to help you negotiate or resolve the barriers encountered? 
c) Have you identified any significant educational or career development challenges that 
the university can help with by offering certain veteran career services or resources to 
the student veteran? 
Possible probes: 
(1) If so, what are these challenges or obstacles? 
(2) If so, what are the university veteran career services that you think may help you 
meet these challenges or obstacles? 
(3) What makes these challenges or obstacles for the student veteran significant? 
 
Fourth research sub-question: 
 
4. “Are	the	available	veteran	career	services	on	campus	helpful	to	student	veterans?”		
 
a) If you have used veteran career services that are offered on campus, in what way have 
they been helpful to you as a student veteran? 
Possible probe: 
(1) What has been your experience in using veteran career services that are offered on 
campus? 
a. Good? Can you explain? 
b. Bad? Can you explain? 
 
Is there anything I didn’t ask you about that you think is worth mentioning? 
 
General elaboration prompts to use throughout interview when appropriate: 
Is this something everyone agrees is needed or does someone have something different to say or add to 
our discussion (this topic)? 
Can you tell me more about…? 
So that I understand you correctly, can I summarize what you just said? 
Can you say some more about that? 
That’s helpful. I’d appreciate a bit more detail. 
I’m beginning to get the picture. 
 
Closing/Thank you! 
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Appendix J 
Student Veteran Focus Group #2 Survey 
 
Inquiry questions                   Select One:  
 
Directions: Please read each question and select one of the following 
options for your response. 
Yes No 
Are you aware of any veteran career services offered on campus?    
Have you ever used veteran career services during your tenure here on 
campus? 
  
Do you plan to use veteran career services during your time here on 
campus? 
  
Do you know of any other student veterans who have used veteran career 
services during their time on campus? 
  
 
Directions: Please read the question below and then select from any of the 
following options for your response. If Other, please write in your response. 
Yes No 
What job barriers, challenges, or obstacles do you face which campus-
sponsored veteran career services can offer help? 
  
Translation of military experience   
Resume development   
Interviewing   
Job searching   
New student veteran orientation course that includes veteran career 
services material content. 
  
Other [please write response(s) here]: 
 
 
  
 
 
Demographic information       Frequency  
 
Branch of service:                  Select One: 
Army                ☐   
Navy                ☐ 
Marine Corp.               ☐ 
Air Force               ☐ 
Coast Guard                ☐ 
Reserve or National Guard Component of any branch         ☐ 
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Years of military service          Select One: 
 0-4                ☐ 
5-10                ☐ 
11-16                ☐	
17-20                ☐ 
20+                ☐ 
 
Home or claimed residence in U.S. geographical location Select One: 
South                ☐ 
Northeast               ☐ 
Midwest               ☐ 
West                ☐ 
East                ☐ 
Other U.S. Locations, i.e., Hawaii, Alaska,  
Puerto Rico, or Islands                    ☐ 
 
Gender        Select One: 
 Male                ☐ 
Female               ☐ 
Other                ☐ 
 
Age         Select One: 
 17-19                ☐ 
20-25                ☐ 
26-30                ☐ 
31-35                ☐ 
36-40                ☐ 
41-44                ☐ 
45-50                ☐ 
51-55                ☐ 
 
Race                                               Select all that apply: 
White                ☐            
 Black                           ☐ 
Hispanic/Latino              ☐ 
Asian/Pacific Islander 	 	 	 	 	 				☐ 
Native American/Alaskan Native            ☐ 
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Marital status       Select One: 
 Single                ☐ 
Married               ☐ 
Divorced               ☐ 
Widowed               ☐ 
 
Children        Select One: 
 Yes                ☐ 
No                ☐ 
 
Year at [large public university]     Select One: 
 Freshman               ☐  
 Sophomore               ☐ 
Junior                ☐ 
Senior                ☐ 
Graduate Student              ☐ 
Certificate seeking              ☐ 
 
Using GI bill or similar educational benefits   Select One: 
 Yes                           ☐ 
No                ☐ 
 
If no, move to [Name of large public university] programs of study by College question. 
If yes, choose from following list that you are using: 
Federal benefits:            Select all that apply: 
Post-9/11 GI Bill              ☐ 
The Yellow Ribbon G.I. Bill Education Enhancement Program   ☐ 
VetSuccess on Campus             ☐ 
Montgomery GI Bill              ☐ 
U.S. Department of Veterans Affairs Work Study Program         ☐ 
Veterans’ Educational Assistance Program or (VEAP)         ☐ 
  
[State based] Department of Veterans Affairs benefits:       Select all that apply: 
 [State based] Veterans Grant or (IVG)                    ☐ 
 [State based]  National Guard Grant                     ☐ 
Making Military Training Count                     ☐ 
(Get academic credit for military training)           
[State based] Troops to Teachers                                ☐ 
VA Work Study Opportunities—IDVA                     ☐ 
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[Name of large public university] programs of study by College   Select One: 
College of Agricultural, Consumer and Environmental Sciences    
 or (ACES)                                                        ☐ 
College of Applied Health Sciences or (AHS)          ☐ 
College of Business or (BUS)            ☐ 
College of Education or (EDU)            ☐ 
College of Engineering or (ENG)            ☐ 
College of Fine and Applied Arts or (FAA)           ☐ 
College of Liberal Arts and Sciences or (LAS)          ☐ 
College of Media or (MDIA)             ☐ 
School of Social Work or (SOCW)                       ☐ 
 
Career interest (from O*NET OnLine)    Select One: 
Agriculture, Food and Natural Resources           ☐   
Architecture and Construction            ☐ 
Arts, Audio/Video Technology and Communications         ☐ 
Business, Management and Administration           ☐ 
Education and Training             ☐ 
Finance               ☐ 
Government and Public Administration           ☐ 
Health Science              ☐ 
Hospitality and Tourism             ☐ 
Human Services              ☐ 
Information Technology             ☐ 
Law, Public Safety, Corrections and Security          ☐ 
Manufacturing              ☐ 
Marketing, Sales and Service             ☐ 
Science, Technology, Engineering, and Mathematics         ☐ 
Transportation, Distribution and Logistics           ☐	
Other career interest (please write in here): 
 
 
 
 
 
 
 
 
